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CHAPTER!. INTRODUCTION 
The Federation of Malaysia ;.s located in Southeast Asia, and by comparison is 
larger than the State of New Mexico in the United States. The countr/ consists of two 
geographical regions separated by the South China Sea. These regions are Peninsular 
Malaysia and East Malaysia. East Malaysia occupies the northern and northwestern 
coastal regions of the island of Borneo. There are altogether thirteen states in the 
federation, eleven of which are in Peninsular Malaysia, and the rest in East Malaysia. 
One of the two states in East Malaysia is the State of Sabah. Sabah is the second 
largest state, located at the northern tip of the island of Borneo (Figures 1 and 2). Like 
most other states in the country, its economic acti\dty is dominated by agriculture. This 
situation would likely continue to be so in the coming few decades. 
Over seventy-percent of Sabah's population lives in the rural areas and the 
majority depends on agriculture for their livelihood. The agricultural sector has been 
the biggest employer and a major contributor to the State Gross Output (Sabah 
Department of Agriculture, 1991). Due to this great importance of the agricultural 
sector and the fact that agriculture is one of the essentials for imtiating a broader rural 
development process, rural development in Sabah has focused on agricultural 
development. In fact, this is also true for Malaysia as a whole. One of the primary 
forces for agricultural development in the state is agricultural extension through the 
Sabah State Department of Agriculture. 
Sabah State Department of Agriculture 
The Sabah State Department of Agriculture (also referred to as "the 
department") is a state agency independent of the Federal Department of Agriculture. 
It is currently one of the eight agencies under the State Ministry of Agriculture and 
PENIMSIJLAR MALAYSIA 
( (wffwly Miljyj ) 
EAST MALAYSIA 
Figure 1. Map of Malaysia 
(Fong, C. O., (1986), p. xviii) 
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Figure 2. Map of Southeast Asia 
(Strange, H., (1981), p. ii) 
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Fisheries. The department is comprised of three branches, namely, Extension, 
Research, and Training and Education Branches. In addition, the department also has 
two divisions, namely, Planning and Service Divisions. All programs and projects of 
the department are planned in accordance with formulated strategies and are 
implemented by the three branches. The two divisions provide supportive services to 
the three implementing branches. The department is headed by a Director of 
Agriculture who is assisted by a Deputy Director. There are also three Assistant 
Directors, one for each branch. The organizational structure of the department and its 
extension branch are as shown in Figures 3 and 4 respectively. 
Each branch of the department is divided into sections according to its many 
responsibilities and activities. For the extension branch, one of the sections which has 
a direct responsibility and activity for the training of field-level extension agents of the 
department is the Extension Special Unit (ESU). This unit was established under the 
National Extension Project (NEP), funded by a loan from the World Bank to introduce 
and implement the well-known Training and Visit (T & V) extension system in 
Malaysia as a method to provide extension service and to strengthen and reorganize 
the existing extension services in the country. Under the project which ran in the State 
of Sabah from 1979 through 1983, additional extension administrators and supervisors, 
Subject Matter Officers (SMOs), and field-level extension agents were recruited. The 
ESU now has its own office complex, completed in 1990, and it houses the SMOs and is 
headed by a Chief Extension Officer (CEO). 
The State of Sabah is divided into five administrative divisions/regions: West 
Coast, Kudat, Sandakan, Tawau, and Interior. In the administration of agricultural 
services in the state, there is one Divisional Agricultural Office for each division. Each 
is located at the divisional capital and headed by a Divisional/Principal Agricultural 
I 
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Officer. Under each divisional head, there are a number of District Agricultural 
Offices, corresponding to the number of districts in that particular division. Each 
District Agricultural Office is headed by a District Agricultural Officer. There are 
altogether 23 District Agriailtural Offices in the state, one in each of the 23 districts in 
the state (Table 1). 
Table 1. Administrative divisions and districts in the State of Sabah, Malaysia 
Division District 
West Coast Kota Kinabalu — state and divisional capital 
Papar 
Tuaran 
Ranau 
Kota Belud 
Kudat -- divisional capital 
Kota Marudu 
Pitas 
Sandakan - divisional capital 
Beluran 
Telupid 
Bukit Garam 
Tawau -- divisional capital 
Lahad Datu 
Kunak 
Semporna 
Keningau - divisional capital 
Beaufort 
Tenom 
Sipitang 
Kuala Penyu 
Tambunan 
Nabav/an 
Kudat 
Sandakan 
Tawau 
5 Divisions 23 Districts 
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Each District Agricultural OfScer, as the overall officer-in-charge, administers 
all services provided by the Sabah State Department of Agriculture in the district. For 
the extension service, the officer is assisted by an Assistant District Agricultural Officer 
for Extension. The District Agricultural Officer and the Assistant District Agricultural 
Officer for Extension supervise a number of field-level extension agents, officially 
known as Agricultural Technicians (ATs)'. These ATs are involved either in 
agricultural extension or home economics extension activities, and their number varies 
from district to district. The staff organizational structure for extension services at 
each District Agricultural Office is as shown in Figure 5. 
The Sabah State Department of Agriculture has four broad objectives which 
were first formulated during the Second Malaysian Development Plan Period (1971-
1975), and remain valid today (Sabah Department of Agriculture, 1991). They are 
documented as part of the Sixth Malaysian Five-Year Development Plan (1991-1995) 
and contain development strategies, objectives and programs. These objectives are: 
1) To promote and accelerate agricultural and rural development; 
2) To promote the orderly growth of a balanced industry in the state; 
3) To motivate farmers to increase their productivity and income, and improve 
social status; and 
4) To catalyze the attainment of an acceptable level of sufficiency in major 
agricultural food commodities by the state. 
Current strategies to achieve these broad objectives have been not only to 
adequately and efficiently train farmers and rural women, but also the department's 
extension personnel, particularly the ATs. In fact, as a prerequisite, the ATs need to 
DISTRICT AGRICULTURAL OFFICER 
ASSISTANT DISTRICT AGRICULTURAL OFFICER (EXTENSION) 
AGRICULTURAL TECHNICIANS (ATs) 
(AGRICULTURAL/HOME ECONOMICS 
EXTENSION) 
AGRICULTURAL TECHNICIANS (ATs) 
(AGRICULTURAr./llOME ECONOMICS 
EXTENSION) 
AGRICULTURAL TECHNICIANS (ATs) 
(AGRICULTURAL/HOME ECONOMICS 
EXTENSION) 
Figure 5: Organizational structure of a district agricultural office in the Sabah 
State Department of Agriculture 
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be well-trained first, before they can provide effective and efficient training to rural 
farmers and women. One way to provide training to these ATs is through inservice 
education. 
Historical Overview and the Nature of the Agricultural Extension Service in the 
State of Sabah 
According to available records, the Sabah State Department of Agriculture has 
been in existence as a separate entity since the beginning of the Twentieth Century, 
first in the former British Colony of North Borneo and later in the State of Sabah, 
Malaysia, from 1963 onward. However, through the years it had come under the 
auspices of various authorities, notably, in more recent times under that of the 
Conservator of Forests. The department again officially became a separate entity in 
November, 1946, and has remained this way. Initially, after 1946, the Sabah State of 
Department of Agriculture was responsible not only for crop agriculture, but also for 
animal husbandry and veterinary services, and marine and fresh water fisheries. 
Over the years, especially after Sabah gained independence through the 
formation of the Federation of Malaysia in 1963, and the establishment of the Sabah 
State Ministry of Agriculture and Fisheries responsible for agriculture and related 
portfolios, separate departments were established to look after other responsibilities -
the Department of Fisheries in 1967, and the Department of Veterinary and Animal 
Husbandry Services in 1976. Statutory bodies have also been created to complement 
and/or take over some of the roles earlier entrusted to the department (Sabah 
Department of Agriculture, 1991). These are various semi- or quasi-government 
institutions established by the Sabah State Government, usually through the legislative 
acts of the Sabah State Assembly for carrying out specific functions and objectives. 
11 
The creation of the Sabah State Department of Agriculture was also the 
beginning of agricultural extension services in the state. However, for years the 
extension services were not well-organized. With the implementation of the National 
Extension Project (NEP) in 1979, the Sabah State Department of Agriculture initiated 
the well-known Training and Visit (T & V) extension system as a method to carry out 
extension in an effort to strengthen and reorganize the existing extension work. The 
T & V extension system is a management procedure involving regular, intensive 
training sessions for field-level extension agents followed by a schedule of visits to 
farmer groups. The structure and objectives of the T & V extension system are 
comprehensively elaborated in a number of published sources (Benor & Harrison, 
1977; Benor, Harrison, & Baxter, 1984; Benor & Baxter, 1984; Judd, 1984). 
The T & V extension system was first introduced in two rice-growing districts 
where it was deemed to be most suitable. Then it was gradually extended to other 
districts as well, and by the end of 1990, all districts in the state had adopted the system 
to some extent. Several districts are in various stages of implementation, from partial 
coverage in suitable areas to full district coverage. The unsuitable areas were those in 
which agriculture was on a high technological level and/or where there were only part-
time farmers. The adoption of the T & V extension system led to the recruitment of 
additional extension personnel including extension administrators and supervisors, and 
Subject Matter Officers (SMOs), but the majority were still the ATs. 
The T & V extension system currently used by extension workers has been 
modified to suit the Sabah situation and conditions. It ensures a systematic planning 
and implementation of agricultural extension activities at the ground level. Features of 
the system, among other things, include continuous training and frequent visits to 
farmers groups by ATs occupied solely with agricultural extension (Swanson & Claar, 
12 
1984). In the T & V extension system, locally known as 2L (Latihan dan Lawatan), an 
AT is given prior training to prepare for the visit to farmer groups. This is done at 
fortnightly/biweekly intervals. The biweekly, one-day training session for field staff is 
carried oat at the district level. The facilitator for each training meeting can be a 
Subject Matter Officer (SMO) from the Extension Special Unit (ESU), the District 
Agricultural Officer, the Assistant District Agricultural Officer for Extension, or any 
other relevant trainer from within or outside the department. The biweekly training is 
mainly pragmatic in nature with field demonstrations and practical applications of 
theory. It stresses the improvement of competence and knowledge of extension 
workers (Ranting & Hj. Zainuddin, 1984). 
During each training session, the extension agent is instructed in a few (three or 
four) important points/recommendations appropriate for the forthcoming one or two 
weeks of the crop season. Small doses of knowledge given in each training session 
allow the AT to absorb and comprehend better, enhancing self-confidence and 
credibility. The ATs adhere to strict visitation schedules after receiving training. They 
visit a farmers' group on a set day and at a set location during every two weeks. 
The AT meets with a pre-selected contact farmer and other members in the 
group. Advice is given on reasonably relevant agricultural techniques, and lectures 
plus demonstrates on an appropriate subject or topic in the farming system previously 
taught in the training session that will significantly benefit the farmers. Emphasis in 
each visit is on dealing with only three or four points in each visit so that the technical 
advice is thoroughly understood. The AT may also conduct a farm walk to inspect 
crops and offer advice. 
Problems the AT cannot resolve would be referred to the supervisor (the 
District Agricultural Officer or usually the Assistant District Agricultural Officer for 
13 
Extension) or the Subject Matter Officer (SMO) at the regular biweekly meeting at the 
district agricultural office. The contact farmer, meanwhile, is expected to try out the 
recommendations and invite other farmers. The farmer is also urged to share 
information, serve as an example to others and share recommendations to as many 
friends, relatives or neighbors as possible. Swanson and Claar (1984) contended that 
the T & V extension system is not a new model but rather an improved version of the 
conventional extension model. 
Currently, extension services provided by the Sabah State Department of 
Agriculture are in agriculture and home economics/family living. The home 
economics/family living extension activities, however, differ slightly from that of 
agriculture in that these involve the provision of formal, basic (six-week) or advanced 
(four-week) courses. Each course is conducted in a selected village with participants 
including a group of willing/interested women. One or two ATs would teach the group 
on subjects which may include the following: food and nutrition; health and child care; 
improvement and management of the home; and home gardening. After each course, 
the ATs would make follow-up visits to the participants. All ATs involved in home 
economics extension activities are female. 
Nature of Inservice Training for Agricultural Technicians (ATs) in the 
Sabah State Department of Agriculture 
Prior to 1979, inservice training for the ATs was not systematically planned. It 
was devoid of long-term planning and undertaken as an ad hoc program with irregular 
courses held whenever the administration felt that there was a need to have one. At 
the district level, little if any of such inservice training was provided. A few courses 
were held at the state level for a few, selected staff members. These were mainly, if 
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not wholly, on specific technical courses. Such training was conducted at the old 
Agricultural Training Center (ATC) in the Tuaran District. 
In 1979, the Sabah State Department of Agriculture began to adopt the 
Training and Visit (T & V) extension system under the National Extension Project 
(NEP) as a method to carry out extension work and to replace the old conventional 
system. One of the many important aspects of the T & V system is the provision of 
continuous training on the part of the ATs. The ATs who become the key to the 
T & V are involved in a regular biweekly training and upgrading of extension 
personnel. These biweekly training meetings have been the main form of inservice 
training provided to the ATs since the implementation of the T & V. An elaboration 
on these biweekly training meetings has been presented earlier. 
It must be emphasized that the biweekly training meetings have almost 
exclusively been focuscd on technical/subject matter competencies. Little weight has 
been placed on extension methodological/professional competencies even though 
problems have long been recognized, and there is a need to provide training in these 
areas. Apparently this problem must be typical of extension service in a developing 
country. Bradfield (1966), Crouch and Chamala (1981), and Maunder (1972) 
identified that one of the common deficiencies in the extension services of developing 
countries was the failure to provide the proper balance between technical and 
educational competence in the staffing of extension service. A primary reason for the 
continuation of the problem has been a lack of knowledge regarding the 
professional/education competencies needed. They did not identify lack of technical 
knowledge as a common deficiency. According to them, in addition to structural 
factors which reduce extension effectiveness, personal factors may contribute to 
organizational effectiveness. 
As a part of the NEP, a new and larger Agricultural Training Center (ATC) was 
built at Timbang Menggaris in Ko ta Belud District. It began operation in 1984, 
replacing the old ATC at Tuaran District. The new ATC consists of two divisions, 
namely, the Inservice Training Center (ÎTC) and the Farm Mechanization Training 
Center (FMTC). The main purpose of the ATC is to provide refresher courses on 
selected subjects for various levels of staff of the Sabah State Department of 
Agriculture, especially the ATs. The duration of each course may be short, lasting only 
for a couple of days, or it may be long, lasting for as long as six months. 
A number of inservice courses are offered at the ITC and FMTC every year. 
These courses are in technical as well as methodological/professional competency 
areas. In addition, the Sabah State Department of Agriculture maintains other 
facilities for training. These are the Sabah Institute of Agriculture (SLA), three 
Farmers Training Centers (FTCs), and the Agricultural Vocational Training Center 
(AVTC). However, these facilities are not being used for inservice training of the 
department's staff. Their main purpose is to train young school leavers/farmers to be 
competent farmers or agricultural workers. All of these training centers including the 
ATC are administered by the Training and Education Branch of the Sabah State 
Department of Agriculture. 
As a part of the NEP, the Extension Special Unit (ESU) was established and 
houses the Subject Matter Officers (SMOs). Since 1990, the ESU has occupied the old 
ATC site which had been renovated. The ESU is located at Tuaran District within the 
compound of the Agricultural Research Center (ARC), one of the agricultural 
research stations operated by the Sabah State Department of Agriculture. This 
location is deemed appropriate for easier communication and interaction between the 
SMOs and the Research Officers (ROs) of the research station. The SMOs, 
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meanwhile, are the main facilitators for the biweekly trainings of the ATs at the 
districts which were discussed earlier. 
Roles of the Agricultural Technicians (ATs) in the Sabah State 
Department of Agriculture 
The ATs comprise the key category of agricultural extension personnel in the 
extension service of the Sabah State Department of Agriculture. They are the 
frontline/ground-level workers who come in direct contact with farmers and rural 
women, providing them with educational experiences for new knowledge and 
innovation. They form a direct linkage between the people and the department. This 
category of personnel is responsible for planning, implementing and evaluating 
agricultural and home economics extension programs at the grass-roots level. 
Based on the current extension approach adopted by the Sabah State 
Department of Agriculture, as previously mentioned, the ATs receive regular, 
fortnightly/biweekly training and make perfunctory visits to clients. This training has 
been given major attention. Each District Agricultural Office conducts a one-day 
training session every two weeks. The training has been devoted to the upgrading of 
subject matter and to the preparation of extension messages and information for the 
forthcoming round of visits to clients (farmer groups) in the areas being served. 
Besides receiving regular training, each AT also has a programmed work/visit schedule 
and makes regular visits to pre-assigned farmer groups. 
The ATs perform a vital role, contributing to acceleration of agricultural 
development in the State of Sabah. To carry out the tasks of promoting and 
accelerating agricultural development, an extension agent such as the AT, needs to be 
equipped with the necessary knowledge, understanding, skills, attitudes and motivation. 
This includes: knowledge of technical subject matter in agriculture and/or home 
17 
economics; competency in the application of knowledge to practice; skills in teaching, 
instructing and guiding rural folks; and an understanding of the rural community, their 
norms, customs, beliefs, values, and attitudes. The ATs must have good interpersonal 
skills and firmly believe that the rural community can be developed through conducting 
sound extension programs (Ranting & Hj. Zainuddin, 1984). 
Similarly, Higgs (1971) believed that an extension agent needs to possess traits 
of devotion, understanding of human beings, patience, and a good background in 
sociology and social psychology. Higgs considered these traits as being more important 
than technical competence. The ATs of the Sabah State Department of Agriculture 
should have these qualities if they are to perform their roles effectively and 
successfully. It is, therefore, essential for these extension personnel to acquire the 
necessary skills, knowledge and attitudes, which will make them effective in educating 
farmers and rural women about agricultural and home economics innovations. 
The success of the extension programs of the Sabah State Department of 
Agriculture largely depends on the quality, skills, and effectiveness of the ATs. The 
type of training received is also an important element. This simply means that the ATs 
need to be well-trained not only in technical competencies but also equally, if not more 
importantly, in competencies related to the educational process. These are 
competencies which encompass the extension framework, extension methodology, and 
communication skills. By adopting this two-pronged approach, the efficiency and 
effectiveness of the ATs would be further enhanced. The way to provide such training 
is through inservice training. This study was, therefore, designed to assess the inservice 
training needs of the ATs in areas related to the educational process. 
18 
Statement of the Problem 
The problem of this study was to carefully analyze and diagnose the training 
needs of the ATs in aspects related to the educational process, prior to the formulation 
of a training program. The ATs occupy a vital position in the agricultural extension 
system of the State of Sabah. As field-level extension agents, they come in direct 
contact with farmers and rural women to whom they introduce new ideas and practices, 
and address needs for improved farming and family living. 
In order to carry out their tasks effectively and successfully, the ATs need to be 
well-trained and competent in their job responsibilities. This can be achieved through 
the provision of continuous inservice training. A successful AT needs to be competent 
not only in technical subject matter areas, but also in areas such as: teaching, 
communication, administration and management, program planning and execution, 
and monitoring and evaluation (Havelock & Havelock, 1973). These are the 
methodological or professional competency areas which relate to the educational 
process. The areas need to be well-addressed on an equal basis. This indicates the 
need for a well-balanced approach in providing such training. 
For training to be effective, relevant, and efficient, a proper assessment of needs 
should be established prior to the formulation of a training program (Singh & Gill, 
1982). It is essential, therefore, to carefully analyze and diagnose the training needs of 
the ATs in aspects related to the educational process, prior to the formulation of a 
training program. 
Purpose and Objectives of the Study 
The overall purpose of this study was to assess and analyze areas of inservice 
training needs of ATs as perceived by the ATs and their supervisors in each of the 
districts in the State of Sabah. The results of this study would identify needed areas of 
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inservice training related to the educational process for ATs. This information can then 
be used by state extension administrators, supervisors and subject matter officers to 
develop useful inservice iraining programs during the Sixth Malaysian Five-Year 
Development Plan period which ends at the end of 1995. 
The specific objectives of the study were: 
1) To determine the inservice training needs of ATs as perceived by the ATs 
and their extension supervisors; 
2) To determine if there is a relationship between the ATs' perceived training 
needs and the extension supervisors' perceived training needs of ATs in the identified 
major professional competency areas of agricultural extension related to the 
educational process; 
3) To determine if there is a relationship between the ATs' perceived 
importance to extension and the extension supervisors' perceived importance to 
extension of the major professional competency areas of agricultural extension related 
to the educational process; 
4) To investigate the relationships between demographic characteristics: age, 
length of service in extension, and divisional location of the ATs and their perceived 
training needs; 
5) To determine the preferred delivery methods in the inservice training for 
ATs as perceived by the ATs and their extension supervisors; and 
6) To determine if there is a relationship between the ATs' perceived 
preference and the extension supervisors' perceived preference in the identified 
delivery methods in inservice training for ATs. 
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Research Questions 
The following research questions were formulated based on the stated 
objectives; 
1) What are the training needs of ATs as perceived by the ATs themselves and 
their extension supervisors? 
2) Is there a difference in the perceptions of the ATs and extension supervisors 
on the training needs of ATs in the major professional competency areas of 
agricultural extension related to the educational process? 
3) Is there a difference in the perceptions of the ATs and extension supervisors 
on the importance to extension of the major professional competency areas of 
agricultural extension related to the educational process? 
4) Are there correlations in regard to the perceived levels of training needed 
between the indicated age groups of ATs? 
5) Are there correlations in regard to the perceived level of training needed 
among the ATs between the indicated lengths of service in extension? 
6) Are there differences in the perceptions of ATs in the five administrative 
divisions on their needs for training in the major professional competency areas of 
agricultural extension related to the educational process? 
7) What are the preferred delivery methods in the inservice training for ATs as 
perceived by the ATs themselves and their extension supervisors? 
8) Is there a difference in the perceived preferences of the ATs and extension 
supervisors in the delivery methods in inservice training for ATs? 
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Need for the Study 
One of the major concerns of the Sabah State Department of Agriculture is to 
improve the performance of its agricultural extension personnel. Since ATs not only 
need to be technical experts but also possess competencies related to the educational 
process, the quality of ATs' competence should be measured in terms of their 
knowledge in technical competencies and in professional competency areas related to 
the educational process. This study, therefore, contributed to the professional growth 
and effectiveness of the ATs by assessing their training needs related to the 
educational process. 
Research about inservice training needs of field-level extension agents in areas 
related to educational process has been virtually non-existent in the State of Sabah. It 
is, therefore, necessary to assess the inservice training needs of the ATs in these areas 
so that existing training programs can be modified and upgraded in order to provide 
present and future ATs with the most critical competencies needed. 
Identification of training needs is necessary for relevant, efficient, and effective 
inservice training. Training programs not based on the actual need is like a doctor 
prescribing medicine for a patient without diagnosis. As a result, the training does not 
produce the intended outcome (Ranting & Hj. Zainuddin, 1984). 
Results of the study could provide a basis for formulating policies and an overall 
plan for professional staff development of the Sabah State Department of Agriculture 
for the remaining portion of the Sixth Malaysian Five-Year Development Plan period 
which ends by December 1995. 
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Implications and Educational Significance of the Study 
Tiie findings of this study significantly benefit the Sabah State Department of 
Agriculture in the following ways: 
1) Results of this study further strengthen the inservice training programs of the 
Sabah State Department of Agriculture in areas related to educational process. 
2) Since no study of this nature has previously been undertaken, this study 
sheds light on training related to educational process required of the ATs by 
generating baseline data to provide a source of information currently unavailable. 
3) The study serves as a model or a source of reference materials for future 
studies which could be replicated or adopted by other states in Malaysia. 
4) The findings of this study assists the Sabah State Department of Agriculture 
to plan and develop more systematic and effective inservice training programs for the 
ATs with the hope that they will become more competent and capable of discharging 
their professional obligations with maximum efficiency. 
Operational Definition of Terms 
For the purpose of this study, the following terms are defined: 
Agricultural Technicians (ATs): The official name/title given to the field-level 
extension agents of the Sabah State Department of Agriculture. In this study, the 
terms Agricultural Technicians, ATs, and field-level extension agents are used 
interchangeably. 
Agricultural Training Center (ATO: An inservice training center owned and 
operated by the Sabah State Department of Agriculture. The main purpose of the 
center is to provide refresher courses on selected subjects for various levels of staff of 
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ù"c-. department, especially the ATs. The center is located at Timbang Menggaris, Kota 
Belud District. 
Competency: Behavioral characteristics of knowledge, skills, attitudes and 
judgment generally required of an extension agent for the effective, successful 
performance of an assigned job and/or task. 
District Agricultural Office: An elemental unit of the Sabah State Department 
of Agriculture. It is established in each district and is responsible for all services 
provided by the department for that particularly district including extension activities. 
Divisional Agricultural Office: The larger unit of the Sabah State Department 
of Agriculture. This office is established in each division and located at the divisional 
capital, and is responsible for all districts of the division. The State of Sabah is divided 
into five administrative divisions, and hence there are altogether five divisional 
agricultural offices in the state. 
Educational process: The process of teaching and learning in which a 
teacher/facilitator (e.g., a field-level extension agent) imparts knowledge or causes 
learners to learn by example or experience (e.g., farmers). As a result of this process, 
the learners experience a change in behavior or acquisition of new knowledge, skills, 
and attitudes. In extension activities, various competencies related to educational 
process are required of an extension agent. These competencies are more commonly 
known as methodological or professional competencies. In this study, these 
competencies are generally categorized into extension organization and administration, 
program planning and development, extension communications and teaching methods, 
extension teaching, evaluation of extension programs and activities, social values and 
structure, and personal development. 
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Extension personnel: Persons employed by the Sabah State Department of 
Agriculture in various positions. These include extension administrators and 
supervisors, subject matter officers, and field-level extension agents. 
Extension Special Unit (ESU): A section/unit of the Extension Branch of the 
Sabah State Department of Agriculture which deals with the provision of extension 
services and the training of ATs at each district. 
Extension Supervisors: Extension personnel who oversee and direct agricultural 
and home economics extension activities at the divisional and district levels. In this 
study, the Divisional Agricultural Officers, District Agricultural Officers, and Assistant 
District Agricultural Officers for Extension are collectively categorized as extension 
supervisors. 
Field-level Extension Agents: Extension personnel of the Sabah State 
Department of Agriculture who are frontline workers and come in direct contact with 
farmers and rural women, providing them with educational experiences for new 
knowledge and innovations. They form a direct link between the people and the 
department. 
Fortnightlv/Biweeklv Training: The main form of inservice training for ATs 
under the T & V extension system conducted at each district once in every two weeks. 
Each training session is one-half to one day in length. 
Inservice Training: The periodic training given to field-level agricultural 
extension agents (ATs) to upgrade their knowledge and practical skills after their 
appointment as employees of the Sabah State Department of Agriculture. 
Malavsian Five-vear Development Plan: A document of the Malaysian 
Government containing development strategies, objectives, and programs for a five-
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year period. For example, the Sixth Malaysian Five-year Development Plan runs from 
1991 to 1995. 
National Extension Project (NEP^: A project which began in 1979 in the State 
of Sab ah as a nationwide project funded by a loan from the World Bank. The project 
had infrastructural, manpower development, and extension components. The main 
idea behind the project was to introduce and implement the well-known Training and 
Visit (T & V) extension system in Malaysia, as a method to provide extension service, 
and to strengthen and reorganize the existing extension service in the country. 
Professional Competency Areas: Areas of skills, knowledge, attitudes, and 
judgment, exclusive of technical competency areas, extension agents should possess to 
adequately perform their jobs as extension agents. The major professional competency 
areas included in the study were: extension organization and administration; program 
planning and development; extension communications and teaching methods: 
extension teaching; evaluation of extension programs and activities; social values and 
structure; and personal development. 
Subject Matter Officers fSMOs): Professional staff who provide technical back­
up to extension personnel. 
Training and Visit (T & V) Extension Svstem: A management procedure in 
extension involving regular, intensive training sessions for ATs followed by a schedule 
of visits to farmer groups. 
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Assumptions of the Study 
The assumptions of this study were: 
1) ATs selected from each district were typical and representative of the entire 
ATs of the Sabah State Department of Agriculture. 
2) ATs of the Sabah State Department of Agriculture were capable of 
identifying their own perceptions of the level of importance to extension and level of 
need for training of the various competencies related to educational process as 
presented in the survey instrument. 
3) The extension supervisors could accurately describe their perceptions 
regarding the level of importance to extension and needs for training of competencies 
related to the educational process of the ATs. 
4) Frank, honest, and valid responses were reported by all respondents 
participating in the study. 
5) The survey instrument adequately reflected and measured training 
deficiencies and needs of the ATs. 
6) The ATs of the Sabah State Department of Agriculture can be more 
efficient and effective in meeting their professional obligations if selected 
competencies related to educational process are developed through inservice training 
programs. 
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CHAPTER n. REVIEW OF LITERATURE 
This chapter is divided into five parts. Parts one and two review the general 
extension literature on concepts of training, training needs, training needs assessment, 
and needs assessment methodology for training. Part three reviews delivery methods 
for training of extension personnel. Part four further documents the problem by 
reviewing related studies on extension training previously undertaken in Malaysia, 
other developing countries, and the United States. The final part looks into the 
statistical procedures used in some of the previous related studies which guided this 
study. 
Concepts of Training, Training Needs and Training Needs Assessment 
For an organization to have the capacity to fulfill its goals and objectives, it 
needs high quality performance from its employees who can carry out the functions of 
the organization effectively and efficiently. The formal preparation for employees 
after employment is through training. In order to adequately discuss training needs of 
the ATs, it is, first of all, important to look into a clear meaning of training. 
Michalak and Yager (1979) defined training as an organized effort at behavioral 
change and not just skills training. Woeste (1964) defined training as any situation 
directed toward increasing the workers' satisfaction in their jobs or increasing their 
productivity on the job. Terry (1968), meanwhile, defined training as a planned 
development of people. It is a process of enlarging work habits which are useful in 
solving problems in the future. Goldstein (1974) considered training as a systematic 
acquisition of skills, rules, concepts or attitudes that results in improved performance 
in another environment. According to Van Dersal (1968), training is the process of 
teaching, informing, or educating people so that; 1) they may become as well qualified 
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as possible to do their work, and 2) they may become qualified to perform in positions 
of greater difficulty and responsibility. Training would help achieve motivation 
(Newell, 1976). It would also lead to reduction in supervision (Filippo, 1976). 
Mosher (1978) described a training program as a source of technical upgrading 
for professional growth. Lynton and Pareek (1970), meanwhile, noted that training 
programs should provide both broad and in-depth information to allow trainees to 
know the on-going processes, perspectives of the jobs, and what to expect from the 
programs. They also contended that these training programs should be developed in 
such a way that they yield highly professional, competent personnel. 
The urgency of training is perhaps best described by Pheffner and Fels (1964) 
when they wrote that training is not simply a method with which to solve otherwise 
insoluble organizational problems, but rather ubiquitous, something without which an 
organization would not survive for long. 
Training concepts are broadly applicable not only in an industry but also in an 
organization such as an extension organization. Many administrators within the 
Cooperative Extension Service in the United States, for example, viewed training 
activities as a means to improve the ability of the county extension agents to perform 
their jobs. This training often emphasizes human or staff development. This includes 
acquiring information, developing abilities and fostering attitudes which would result in 
greater professional competence in the extension worker (Matthews, 1950). Within the 
context of an extension organization also, Prokati (1983) indicated that training in the 
organization should be continuous, systematic, and practical to provide for growth and 
development of personnel within the organization. Competencies from several 
disciplines should be provided to contribute to problem-solving abilities which can be 
adjusted to any situation. 
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Cole (1979), meanwhile, felt that training for extension workers should be 
concerned with the more fundamental and basic teachings necessary for them to 
become well-fitted, qualified and proficient in doing their extension jobs. When 
addressing a Central Treaty Organization conference on agricultural education, K.V. 
Judge, a former US AID agricultural extension and education advisor, stated that 
(CENTO, 1967): 
...it was necessary to provide agricultural extension workers with programs of 
instruction, training and practice in utilizing modem methods and processes of 
education. Not only should training programs for agricultural extension workers 
be concerned with technical agricultural knowledge but they should also 
emphasize how to work with people. Training programs need to include 
methods and procedures for transforming technical knowledge of agriculture 
into action on the part of farmers for increased agricultural production, (p. 22) 
In studying farmer responses to extension in Western Nigeria, Kidd (1968) meanwhile, 
concluded that an extension agent must be trained in extension education principles. 
The agent must possess an understanding of both how people learn and the principles 
of leadership development. 
Duel (1970), in regard to training in the public sector, emphasized training as 
being learning-oriented to improve job performance, both current and future, with the 
focus on the improvement of employee performance in assigned duties, tasks and 
responsibilities. Wexley and Latham (1981) defined training in a manner similar to 
that by Duel, emphasizing the learning by employees of job-related behavior through 
the acquisition of knowledge and skills needed to: 1) improve an individual's level of 
seif-awareness; 2) increase an individual's skill in one or more areas of expertise; and 
3) increase an individual's motivation to perform well on the job. 
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All of the above definitions of training have one thing in common. They all 
indicate some change in behavior of the trainee. The authors emphasized more on the 
attainment of improved performance for staff. They did not relate specifically to the 
goals and purposes of the organization as the aim for training activity. However, the 
attainment of goals and objectives of an organization would be implied since any 
improvement in staff performance would certainly benefit the organization as a whole. 
Other definitions for training such as the one by McGehee and Thayer relate 
specifically to the goals and purposes of the organization as the aim for training 
activity. McGehee and Thayer (1961), in dealing with training with respect to business 
and industry, defined training as: 
'The formal procedures which a company uses to facilitate employers' learning 
so that their resultant behavior contributes to the attainment of the company's goals 
and objectives" (p. 3). 
Even though emphasis on training here may seem to relate to the provision of 
experiences and activities which should lead to the development of appropriate job, 
related skills, knowledge and attitudes, employees can use ihese components in their 
work to enable the effective accomplishment of organizational goals and objectives. 
Training directs the trainees/workers toward reaching some standard, expectation, 
goal or objective in making the organization more productive or efficient. Here, the 
primary goal of training is related to the purposes of the organization. 
In terms of inservice training, particularly for an extension organization, many 
authors believed in its importance particularly in terms of improving the quality of 
extension staff. Griffin (1978), for example, noted that one of the requirements of a 
profession is that its members somehow continue to leam, to grow, and to renew 
themselves, so that their interactions with ideas and with clients are reflective of the 
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best knowledge and skill available to them. Regular inservice training is necessary for 
updating the extension agents with the latest technologies and certain aspects of 
extension work (Chang, 1986). Hentschel (1977), indicated that inservice training 
could be seen as a strategy for bringing about change. Craig (1976) indicated that the 
process of training should be continuous because of the need to improve skills, to 
expand individual's capabilities into other roles and keep abreast of other 
developments in the training field. There is without doubt, therefore, that inservice 
training is imperative toward improving the quality of extension staff. 
Kozell (1980), in discussing inservice training philosophy, processes and 
operational techniques, outlined four points to be kept in mind. These are: 
1) The staffs responsibility for training new personnel can increase its own 
efficiency; 
2) There will always be some time for additional training, if it is accepted that it 
can be administered in small regular doses; 
3) The training process moves from orientation through initial training to a 
series of ongoing training events; and 
4) There is no one person or group of persons who is best able to deliver 
relevant training. 
Mosher (1978) indicated that there are at least five arguments to support an 
intensive inservice training program. These are: 
1) In extension teaching, the unit of institution is the "change practice"; 
everything the extension worker knows relevant to each specific changed 
practice needs to be organized around it; 
2) In extension teaching, information and training in skills must be transmitted 
through specific teaching methods; 
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3) Learning is most effective when it occurs just before it can be used; 
4) The foregoing three propositions argue for a pattern of inservice training 
involving brief and frequent periods of training in which technical knowledge 
and teaching methods related to specific changed practices are considered 
together; 
5) Inservice training can be made much more effectively by the use of well-
designed teaching aids; 
For training to be relevant, useful, and effective and have impact on worker 
performance, it must be based on needs. With regards to needs. Sheets (1973) 
indicated that "training should be based on a need and contribute to the well-being of 
employee and employer" (p. 25). Bell and Margolis (1978), indicated that "good 
training should be constructed around needed competencies, that is, what the learner 
needs to know or be able to do minus what the learner already knows or is able to do" 
(p. 16). With regards to extension agents, Worden (1975) felt that training must be 
designed in a manner that incorporates needs which would help extension agents 
become more committed to their jobs and profession. 
Tyler (1971) defined a "need" as the difference between the present condition 
of the individual learner or learner group and a social norm that can be identified. The 
gap between where these learners are in relation to the social norm constitutes a need. 
Beatt}' (1981), defined needs as the measurable discrepancy existing between a present 
state of affairs and a desired state of affairs as assessed either by an owner of needs or 
an authority needs. 
In terms of training needs, it can be described as a discrepancy or gap between a 
person's present level and the preferred or required level or capabilities for effective 
performance defined by the person, the organization, or society (Caffârella, 1982). 
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Factors relating to the perception of individual training needs may be from the 
environment, such as group goals, or from within themselves, such as role expectation 
and changing psychological attributes (Peabody, 1968). Internal factors reported as 
related to perceived training needs are age, education, and experience (Hartley, 1977; 
Kantner, 1980; Maunder, 1972; Poole, 1980). Factors reported as related to perceived 
training needs also include areas of responsibility (Poole, 1980). 
There is a consensus among professional educators/trainers on the importance 
of undertaking needs assessment/analysis as an initial stage of training program 
development. They argued that if training is to be effective and relevant, a careful 
diagnosis of what the training needs are, is essential. Many also argued that the 
success or failure of a training program largely depends on identifying training needs. 
Lawrie and Boringer (1977), for example, pointed out that if training is to be effective, 
it should be directly related to the needs of trainees. In the context of extension 
personnel, Duncan (1957) stated that "an efficient and successful extension training 
program must consider the total training needs of personnel in all phases of the 
Extension Service program" (p. 4). What all these simply mean is that training 
programs must be well-planned, meeting the needs and interests of the training 
participants, and a vital prerequisite for effective training is a proper training needs 
assessment. 
It needs to be realized that there may often be a tendency for 
educators/trainers to determine training needs purely based on their own perceptions 
or judgment. Bielema and Sofranko (1983) indicated that educators should not 
transfer their own expressed needs and interests within a training program. 
To determine the real and correct needs, therefore, a needs assessment/analysis 
must be conducted. Zaltman, Florio, and Sikorski (1977) described a needs assessment 
as a significant part of several stages of the planning process. Price (1983) stated that a 
needs assessment provides an objective description regarding goal definition and 
program content for better decision-making. Kaufman and English (1979) defined it as 
a formal process which determines the gap between the current output or outcomes 
and the required or desired outcomes or outputs. They also divided a needs 
assessment into two types: internal and external. From an internal view, the needs felt 
by learners, educators, and community are considered. The external needs refer to the 
societal goals and objectives. 
In terms of its purpose, Kaufman and English (1979) viewed a needs assessment 
as providing the primary information necessary for determining alternatives for 
alleviating existing problems, and identifying the priority of needs so that the top 
priority would be determined as soon as possible. Miles (1979) described the purpose 
of a needs assessment is to determine the discrepancy between the ideal and the real, 
between goal and program, and between what should be and what is. 
A needs assessment, in more general terms, can be described as a discrepancy 
or gap between a present and a desired state of affairs or outcome, then, a needs 
assessment is simply a process of determining the discrepancy. Kosecoff and Fink 
(1982) defined a needs assessment simply as a process by which people identify needs 
and then decide on priorities among them. 
A specific type of needs assessment is the training needs assessment conducted 
to determine training needs. A training needs assessment is defined as discrepancies 
between standard or desired performance and present or actual performance (Moore 
& Button, 1978; Morrison, 1976). Effective training programs must use research 
findings of needs assessments and conditions of the environment for effective and 
practical learning (Smith & Haverkamp, 1977). Mager and Pipe (1970) indicated that 
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training needs assessment should be conducted so that only the real performance 
discrepancies are identified. Moore and Dutton (1978) indicated that "training needs 
assessment should be conducted within the scope of organizational objectives and 
based on competencies required to perform the task so that the findings could be used 
as a basis of planning for a better operation" (p. 542). 
Forest (1973) recommended the use of an individual needs assessment as a 
framework for developing a training program. This is true for extension agents. They 
may have similar backgrounds, but they cannot be considered as a homogeneous group 
of workers. Their training needs would vary from individual to individual. If training 
programs are to be based upon individual needs, then an assessment of these 
differences becomes necessary. The source for the data is the individual extension 
agent (Tyler, 1971). 
Needs Assessment Methodology for Training 
There is a large amount of literature which addresses the design of needs 
assessment. Several authors have made suggestions/ideas on how a needs assessment 
should be conducted. Rimraer and Burt (1980), for example, proposed five steps for 
directing a needs assessment: 
1) Develop the instrument; 
2) Conduct a pilot study; 
3) Administer the questionnaires; 
4) Implement the results; and 
5) Conduct a follow-up needs assessment. 
In presenting a needs assessment strategy, Kosecoff & Fink (1982) included the 
following five steps: 
1) Identify potential objectives; 
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2) Decide which objectives are most important; 
3) Assess the nature and type of currently available services; 
4) Collect information; and 
5) Select final objectives. 
înderlied and Bates (1980) developed a model for determining needs. In the 
model, there are two general phases for data collection. The first phase consists of 
selecting primary and secondary data. Primary data consists of information obtained 
from interviews and other materials received directly from individuals. Secondary data 
includes data extracted from information systems and personnel files. The second 
phase of data collection has a three-fold objective: 1) assessing the training climate; 2) 
determining major problem areas; and 3) assessing job behavior. 
Kaufman and English (1979) described several general steps in conducting a 
needs assessment: 
1) Identify the partner groups of educators, learners, and community (society); 
2) Each group generates goals and ranks them; 
3) Each group determines the present status; 
4) Each group identifies and analyzes the discrepancies between the goals and 
present status; 
5) Bring the groups together and reconcile differences; and 
6) Place the needs in priority order. 
A variety of methods specifically on training needs assessment have also been 
suggested by a number of authors (Bishop, 1976; Duel, 1970; Goldstein, 1974; Moore 
& Dutton, 1978; Morrison, 1976). These methods, ranging from simple to 
sophisticated, can be classified into three major categories/levels: 1) organizational; 
2) group; and 3) individual. Training needs are considered as goals and objectives at 
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the organizational level; tasks necessary to perform the job at the group level; and the 
competencies necessary to perform required tasks at the individual level. The 
integration of these different levels of training needs assessment should result in a 
quality assessment. 
Bishop (1976), Duel (1970), and Morrison (1976), offered that individual 
training needs determination can be performed by job-task analysis, job break-down, 
performance appraisal, observation, test, questionnaire, and a training advisory 
committee. 
Caffarella (1982) suggested the following techniques for training needs 
assessment: 1) survey; 2) key informant interviews; 3) consultation; 4) observation; 
5) group meeting; 6) review of written materials; and 7) informal. 
In a review of literature, Becker (1977) concluded that investigations of training 
and competencies needed by extension workers have been conducted by several 
methods in many different locations. These include job/task analysis, plan analysis, 
research. Critical Incident Technique, expert judgment, individual and group interview-
data, training needs inventory, and role-playing. Among these methods, job analysis, 
Critical Incident Technique, and training needs inventory were the three most popular. 
Lawrie and Boringer (1977) presented six steps in needs assessment: 
1) Use all possible sources of information that relate to training needs; 
2) Generate and evaluate a large part of items that describe supervisory 
(trainee) behavior on the job; 
3) Administer a training needs checklist to a sample of people having 
knowledge of the performance on the job of the trainee; 
4) Perform a cluster analysis of training needs from checklist results; 
5) Provide feedback review to sources; and 
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6) Evaluate training program or experience. 
Newstorm and Lilyquist (1979) provided four suggestions for analyzing training 
needs. First, a needs analysis is important and should be conducted early in any 
systematic approach in training. Second, many techniques have been developed and 
each has been proven useful in a unique set of circumstances. Third, techniques that 
produce objective data are generally preferred for decision-making programs over less 
systematic, subjective methods. Fourth, data-gathering approaches that allow 
participation by employees are approaches that managers are more likely to produce 
conclusions acceptable to the trainees. 
For a comprehensive needs assessment. Price (1982) advocated the following 
criteria: 
1) Involve a broad spectrum of persons who will be affected; 
2) In determining a need, the concerns of people are matched with the best 
information (facts) available; 
3) The assessment is open-ended, looking for all types of education or 
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4) The focus is on learner needs or deficiencies, not on institutional needs; and 
5) Needs are reported in such a way as to provide maximum assurance that 
action will occur to meet the need. 
A comprehensive approach to training needs assessment was suggested by 
McGehee and Thayer (1961). It is an integrated, three-faceted approach designed for 
systematic, objective determination of training needs within an organizational context 
and consists of these components: 
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1) Organizational Analysis - Determine where training can and should be used 
within the organization through analyses of organizational objectives, human resource, 
efficiency indices, and organizational climate, focusing on the entire organization; 
2) Operations Analysis - A systematic collection of data about specific job or 
group of jobs, including standards of performances, how the tasks are to be performed 
to meet the standards, and the skills, knowledge, and attitudes necessary; the objective 
is to determine what an employee should be taught to perform the job at the desired 
level; and 
3) Man (Employee) Analysis - Determine how well each employee is 
performing the tasks that make up his or her job within the organization by using 
objective records, situational means, and observational measures. 
In addition, McGee and Thayer (1961) indicated that the three facets of analysis 
are not to be performed individually, but rather closely interrelated in order to produce 
a unified set of training requirements. From a training perspective, the focus remains 
on the organization even though all three levels of analysis are necessary. This is true 
for the fact that the individual who operates within an organization, in a role or a job 
position that ultimately is to serve the purposes of the organization, necessitates that 
all three analysis levels need to be undertaken, although with slightly different 
emphasis depending on the objective. 
Delivery System for Training 
Inservice training programs for extension service staff development may be 
offered in a variety of formats. Besides touching on the well-known fortnightly 
(biweekly) training under the Training and Visit (T & V) extension system, Malone 
(1984), for example suggested a variety of training program formats which may be 
conducted during one year. These include the following: 
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1) Annual conference — for all extension staff (specialists, field-ievei 
extension agents, and administrators); 
2) Updates - specific subject matter for all extension staff; 
3) Induction -- for new staff; 
4) Short courses — subject matter oriented to new trends; 
5) Refresher courses - subject matter oriented for skill development; 
6) Symposiums; and 
7) Field trips - observation of practices. 
Adams (1982) suggested the following types of inservice training involving 
extension staff: 
1) Induction training (2-4 weeks) - for new staff, covering all basic extension 
concepts; 
2) Annual senior staff conference (2-3 days) - meeting of senior staff on a 
national, state or provincial basis to discuss plans; may include some 
training; 
3) Annual local staff conference (4-5 days) ~ meeting of all field staff to 
discuss detailed plans for a district or division; 
4) Technical courses (1-6 weeks) — for specialized extension staff; designed 
to bring their knowledge of particular subject areas up-to-date; 
5) Extension courses or workshops (1-4 weeks) — courses/workshops which 
offer extension staff additional training in particular extension methods or 
organization; and 
6) Non-residential short course or conference (V2-I day) - staff from a 
limited area may be called in to leam a new technique or reporting 
procedure, or to discuss the implementation of the program; an example 
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of this is the fortnightly training under the Training and Visit extension 
system. 
These various formats may be adjusted to suit local conditions, but as Adams 
(1982) added, "...not all types of courses may be essential everywhere, but there can be 
few countries which would not benefit from some inservice training" (p. 21). 
A study to assess the inservice training needs of delivery methods for agriculture 
teachers in Maryland (Lawson, 1988) included the following delivery methods: 1) 
graduate credit course; 2) undergraduate credit course; 3) non-credit course; 4) 
inservice workshops (summer/winter); and 5) in-depth technical workshop (one week 
or longer). 
Another study to assess the professional competencies needed by agricultural 
extension agents in Argentina (Marcellino, 1990) included the following methods 
considered best for training extension agents: 1) one day meetings — duration of 1-2 
days; 2) workshops ~ duration of 2-5 days; 3) long-term courses - duration of more 
than 15 days, held within the country; 4) long-term courses - duration of more than 15 
days, held abroad; 5) graduate courses in the country; and 6) graduate courses abroad. 
A number of authors discussed delivery methods for training of extension 
clientele rather than extension personnel. However, the various methods could still be 
used for the training of extension personnel. Behrens and Evans (1984), for example, 
discussed the use of mass media. These included radio, newspapers, television, motion 
pictures, slide shows, exhibits and printed materials so as to quickly reach large 
numbers of people. One method elaborated and deemed appropriate for the training 
of extension personnel such as the ATs in Sabah is the use of instructional closed-
circuit television. This usage takes a video signal from a tape or cassette and carries it 
over a cable to one or more monitors (receivers). The monitors may be in several 
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locations or next to the video player. Instructional closed-circuit television is 
distinguished from broadcast tele\asion in that materials are not designed for 
distribution by the mass approach of broadcasting. 
Related to instructional television is the use of video cassette tapes. Video 
cassette tapes containing instructional materials can be produceù and edited at 
production centers and duplicated and distributed to provide current materials for 
extension personnel. Video cassette tapes can be stored for use at later dates or erased 
when the content is out-of-date. A video cassette player and a television receiver 
(monitor) are needed for delivery. Video cassette tapes can, in fact, be used as a good 
training tool for extension workers participating in inservice training courses or 
workshops where these workers can be videotaped in presentation sessions and the 
tapes viewed to help individuals evaluate their own delivery styles, their presentation 
strengths and weaknesses (Behrens & Evans, 1982). 
Waldron, Moore, Farragher & Croft (1984) discussed the use of the so-called 
"resource-based or package course applications" in extension which differ from the 
"instructor aided" situation where the instructor remains in direct personal control of 
the interchange with the learners. In the resource-based approach, the control and 
influence of the instructor is mediated through the course design, the specifications of 
learning objectives, the sequencing of elements and selection of materials in a 
predetermined manner and the selection of evaluation and feedback mechanisms. 
These events do not depend upon the physical presence of the instructor. Examples of 
applications of the resource-based approach include the following: 
1) Correspondence - This method relies on printed materials and reading 
assignments. It enables people in remote areas or those temporarily away 
from their homes, to pursue a program of study. Various written 
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assignments, tests and examinations allow the student to demonstrate the 
learning achieved and allow the instructor to evaluate it; 
2) Audio cassette -- Correspondence courses can be augmented by the use of 
recorded materials from the instructor. These may have been recorded 
classroom lectures made available to students studying on their own. In 
addition, the reviewed printed materials such as text and handouts would 
also be used along with special notes written for those studying in the 
manner; and 
3) Multi-media -- In multi-media courses, several media are utilized in 
addition to print. These may include slides, filmstrips, models, pictures, 
microfiche and recorded sound to convey a full multi-sensory learning 
package. 
Extension training cannot escape from the development and emergence of new 
technologies. In addition to the above, Waldron, Moore, Farragher and Croft (1984) 
touched on the use of new technologies such as telecourses and teleconferencing. 
Telecourses employ integrated uses of television and various print materials. The 
television segments are created along with a comprehensive study guide, textbook, 
faculty manual and arrangements for student/faculty interaction. Telecourses may be 
shown either on broadcast or on cable television. Teleconferencing, meanwhile, makes 
use of existing communication links and is available to anyone with access to a 
telephone. Individuals using a home telephone or individual learners meeting as a 
group simply dial an assigned telephone number at a specific time. Other groups and 
the instructor dial a central number at the same time and, when connected, everyone 
can talk to everyone else. The use of telecourses and teleconferencing is, however, still 
limited to a few developed countries particularly the United States and Canada. 
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Other new and emerging technologies discussed include microcomputers and 
communications satellites which not only have been widely used in many developed 
countries, but also seem to have great potential in their uses in developing countries in 
the future. Insîracîional programs for closed-circuit television can now, in fact, be 
learned through communications satellites. 
Related Studies on Extension Training 
Tne review of the literature yielded several related studies on professional 
competencies and training needs of extension personnel that were undertaken in 
Malaysia, other developing countries, and the United States. The following is a 
selection of those studies. 
Studies in Malavsia 
A review of literature indicated that no study on professional competencies 
and/or training needs of agricuimral extension agents had ever been conducted in the 
State of Sabah. A few studies related to professional competency îraining needs of 
Malaysian agricultural extension workers have been conducted but they were iiinited to 
Peninsular Malaysia. 
Tugiman (1977), for example, conducted a study on the perceived training 
needs of professionals working in five rubber development organizations in Peninsular 
Malaysia. Areas of rubber production, processing and marketing, program planning, 
and program evaluation were rated as the top three training needs while the areas of 
rural affairs, rural development, family living, and youth development were rated last. 
Tugiman concluded that there existed a strong need for training in the area of rubber 
production, rubber processing and marketing, program planning, program execution, 
and program evaluation for the professionals working in the five rubber development 
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agencies as these areas were perceived as important and were needed in order for 
professionals to perform their jobs effectively. 
A study by Corty (1970) on employment characteristics of trained manpower in 
agriculture, aimed specifically at verifying the number of trained agricultural workers 
required in Malaysia to determine the type of training associated with several 
agricultural job titles, revealed that agricultural and extension education ranked third 
in the needed areas of agricultural science instruction. The specific agricultural and 
extension subject matter areas in which training was most needed were listed in the 
following hierarchical order: 
1. A pleasant personality; 
2. Appreciation of rural life and problems; 
3. Skills in administration and supervision of personnel; 
4. Knowledge of social and economic factors in rural life; 
5. Mastery of communication skills; 
6. Ability to perform simple office procedures; 
7. Ability to maintain desirable public relations programs; 
10. Ability to teach adults effectively; 
11. Skills in preparing and using audio-visuals; 
12. Knowledge of the function and administration of cooperative societies; and 
13. Skills in accounting, credit, and book-keeping 
Similarly, a study by Teh (1973) which dealt with the perceptions of training 
needs of extension workers in Peninsular Malaysia, concluded that the extension 
workers were perceived to need extensive training in the areas of program planning, 
agricultural production and marketing, rural affairs and development, public affairs. 
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leadership development program execution, youth development and family living, and 
program evaluation. 
Teh (1980) conducted another study on the professional competencies needed 
by agricultural supervisors in Peninsular Malaysia. The respondents as a group ranked 
the following eight competency categories to the performance of extension supervisors: 
1. Supervision and administration; 
2. Program planning; 
3. Program implementation; 
4. Personal development and research; 
5. Public relations and rural affairs; 
6. Leadership development; 
7. Program evaluation; and 
8. Youth development. 
Regardless of their group comparisons, the respondents agreed that the 
category 'supervision and administration' was the most important, and the category 
Vouth development' was the least important. 
As a group, the respondents ranked the importance of the eight categories for 
inclusion in the preservice and/or inservice education programs that prepared people 
for their agricultural extension supervisor positions to be in the following order: 
1. Program planning; 
2. Program implementation; 
3. Program evaluation; 
4. Supervision and administration; 
5. Leadership development; 
6. Personal development and research; 
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7. Public relations and rural affairs; and 
8. Youth development. 
Studies in Other Developing Countries 
A number of studies focused on professional competencies and training needs 
have also been undertaken in other countries in Asia. In a 1983 study conducted in the 
Northern Extension Region of Thailand, Prokati used a questionnaire approach which 
included 63 professional competency items. District Agricultural Extension Officers 
needed training in all competencies, eleven of which were considered as most 
important. They are listed here in the order of priority: 
1. Involvement of informal leaders in the adoption process; 
2. Use of demonstrations; 
3. Use of farm and home visits; 
4. Knowledge of administrative principles 
5. Use of audiovisuals; 
6. Use of exhibitions; 
7. Understanding existing social systems and their patterns of relationships; 
8. Use of the problem-solving approach; 
9. Knowledge of extension principles; 
10. Knowledge of supervisory principles; and 
11. Developing a long-term program. 
In a more recent study conducted in the Western Agricultural Region in 
Thailand, Randavay (1989) determined the self-perceived professional competency 
levels needed and possessed by agricultural extension workers. Questionnaires were 
administered to the respondents at extension professional meetings held in the region. 
General areas of professional competency studied included: 1) teaching and 
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communicating; 2) planning; 3) implementing; and 4) evaluating. Within these four 
general areas, fifty-nine professional competency items were included. Randavay 
found that a high level of competence was needed by agricultural extension workers in 
each of the professional competencies to perform their duties. These agricultural 
extension workers also perceived a gap between level of competence needed and the 
level of competence possessed for all of the professional competencies in the study. 
The professional competency area in which most workers had the greatest need was in 
the area of "teaching and communicating." 
A number of studies on professional competencies and training needs of 
extension personnel have also been undertaken in Africa, in a study conducted in 
Nigeria, Ayewoh (1983) used mailed questionnaires to assess the professional 
extension competencies needed by Nigerian extension agents in the Bendel State. A 
combined stratified and clustered random sample of agricultural extension agents 
reported how they perceived 61 selected professional competencies on the degree of 
need, who would benefit the most, and when the competency should be learned. 
Responses indicated that the majority (98.4 percent) of the competencies were needed 
by agricultural extension agents. No significant differences were found between 
responses from state extension staff and Local Government Area (LGA) extension 
staff regarding needs in competencies within program planning, program execution, 
program evaluation, teaching, communication, understanding human behavior, and 
young farmers' clubs. All staff in this study were already competent in those areas 
related to program execution, leadership development and community relations. 
Ayewoh also found that all extension personnel perceived that the clientele 
would benefit from the extension agents' competence in administration and 
supervision, program planning, program execution, program evaluation. 
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communication, and understanding human behavior. From these findings, Ayewoh 
concluded that professional competency training programs designed for the intellectual 
and professional growth of the extension agents would benefit both the organization 
and clientele. Fifty-nine of the sixty-one professional competency statements, 
meanwhile, were identified as those to be learned on the job. Ayewoh recommended 
that appropriate and practical instructional materials and behavioral objectives should 
be developed and/or adapted for these competencies in institutions preparing 
extension personnel. 
Amba (1986) conducted a similar study in the Cross River State of Nigeria to 
assess the training needs of agricultural extension agents. Face-to-face interviews 
based on prepared questionnaires, elicited the responses of two groups of respondents, 
namely, professional and technical extension workers/agents. Amba included 43 
competency items grouped under the following major competency areas: 
1) agricultural extension philosophy, organization and administration; 2) extension 
teaching methods; 3) extension communication; 4) planning, implementing and 
monitoring programs for farmers: 5) evaluation of extension urograms: 6) extension 
agent/farmer relationship; 7) planned change and adoption process; 8) research; 9) 
technical knowledge in agriculture; and 10) farm records. Results indicated the areas 
of highest training needs for professional staff, in the following order, were: extension 
teaching methods, extension communication, and agricultural extension philosophy, 
organization and administration. For Technical Extension staff, the areas of highest 
training needs, in the following order, were: research, technical knowledge in 
agriculture, and extension teaching methods. 
A third study, conducted in Africa by Ongondo (1984) to assess professional 
competencies needed by intermediate agricultural extension personnel in Kenya as 
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perceived by three groups of respondents (Technical Officers, District Agricultural 
Officers, and Trainers) used 111 professional competency items which were 
categorized into nine general competency areas (administration, program planning, 
program execution, teaching, communication, understanding human behavior, 
monitoring professionalism, evaluation, and 4-K youth). Through mailed 
questionnaires, respondents rated 97.3 percent (108 of the 111) of the identified 
professional competencies as being of "high importance" in the operation of a 
successful agricultural extension program. The rest of the competencies were 
considered to be of moderate importance. 
Ongondo concluded that all of the identified professional competencies were 
relevant in implementing successful agricultural extension programs by the 
intermediate agricultural extension personnel in Kenya, and recommended that the 
identified competencies be included in the agricultural extension education curriculum 
of Kenya's preservice and inservice training institutions. Since the majority of the 
competencies need to be learned on the job, Ongondo also recommended that 
inservice educational programs for extension personnel should emphasize practical 
application of the competencies to be learned. 
A fourth study, conducted in Swaziland, Africa, by Easter (1985) assessed the 
professional competencies needed by agricultural and cooperative extension agents. 
Questionnaires were administered to the respondents at their meetings to evaluate 150 
selected professional competency items which were classified within nine categories: 
1) administration; 2) program planning; 3) program execution; 4) teaching; 
5) communication; 6) understanding human behavior; 7) maintaining professionalism; 
8) evaluation; and 9) youth. 
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Among other findings, Easter concluded that program planning, program 
execution, teaching, and evaluation competencies were consistently perceived as being 
of strong "moderate" value to the extension staff. Communication and maintaining 
professionalism were viewed as having "low" value in the respondents' current 
positions. Competencies under the administration category were rated higher although 
not substantially higher, by administrative and supervisory staff. The respondents also 
indicated that inservice training was the most appropriate time for developing a 
majority of the competencies. 
A number of studies on professional competencies and training needs have also 
been conducted in Latin America. A recent study was conducted by Marcellino (1990) 
in Argentina, to assess the professional competencies needed by extension agents in 
the Cordoba Province of Argentina. Seventy-five professional competencies were 
categorized into eleven general competency areas: 1) program planning; 2) program 
execution; 3) evaluation, 4) maintaining professionalism; 5) farming systems; 
6) teaching methodology; 7) communication; 8) understanding human beha'/ior; 
9) organization and coordination of work; 10) institutional policy; and 11) working with 
youth. Mailed questionnaires elicited the perceptions of agricultural extension agents 
and extension directors on the importance of training within each competency. 
Results indicated the five highest rated competencies considered to be 
important to extension personnel as perceived by agricultural extension agents, in the 
following order, were: 1) maintaining professionalism; 2) evaluation; 3) teaching 
methodology; 4) program planning; and 5) farming systems research. The five highest 
rated competency categories considered to be important to extension personnel as 
perceived by extension directors, in the following order, were: 1) maintaining 
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professionalism; 2) farming systems research; 3) evaluation; 4) program planning; and 
5) working with youth. 
A recent study, encompassing five countries in the South Pacific was conducted 
by Hazelman (1988) to assess the professional training needs of agricultural extension 
workers in the countries served by the University of the South Pacific. Personally 
delivered and mailed questionnaires sought responses from extension leaders and 
agricultural extension officers. 
Conclusions indicated that a total of 66 (45.8 percent) of 144 tasks included in 
the study were considered of highest priority for training of agricultural extension 
officers, 56 (38.9 percent) of second priority, and only 22 (15.3 percent) were a third 
priority. In order of importance, tasks within the following five competencies had 
highest priority for training: 1) social values and structures; 2) professional 
development; 3) extension organization and administration; 4) program planning and 
development; and 5) staff supervision. At the second level of priority, tasks within 
three competency categories were considered important: 1) extension teaching; 2) 
evaluation of extension programs and activities; and 3) communications and extension 
teaching methods. A number of tasks within the following three competency 
categories were considered at the third or lowest level of priority for training of 
agricultural extension officers: 1) communications and extension teaching methods; 2) 
staff supervision; and 3) evaluation of extension programs and activities. 
Studies in the United States 
Many studies related to training needs and required professional competencies 
for extension agents have been conducted in the United States. Some of the more 
recent ones include those by Brooks (1982), Gonzalez (1982), Paige (1985), and 
Brahee (1989). 
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Brooks (1982) assessed the inservice training needs of Florida's County-
Extension Agents using mailed questionnaires to seek the perceptions of the agents 
themselves, state extension administrators, and specialists in nine major areas of 
training: 1) extension organization and administration; 2) the communication process; 
3) the social system within the county; 4) the thinking process; 5) the human 
development process; 6) the educational process; 7) the program plaiming and 
development process; 8) research and evaluation; and 9) technical knowledge in 
program areas. 
Statistical results using the Spearman rank order of correlation showed a 
moderate relationship (0.58) between Florida's county and state extension staff 
perceptions of degree of importance for the nine major areas of training. However, a 
high relationship (0.83) was found to exist between county and state staff perceptions 
of degree of competence for the nine major areas of training. When degree of 
importance and degree of competence comparisons were made for combined staffs, 
county staff and state staff, inverse relationships (-0.60, -0.44, and -0.93, respectively) 
fminH tn Avîçt tnA tVirAA crmmc 
In another study, county extension agents in the Pennsylvania Cooperative 
Extension Service were assessed by Gonzalez (1982) in 144 professional competencies 
categorized into nine major competency areas: 1) administration; 2) program 
planning; 3) program execution; 4) teaching; 5) communication; 6) understanding 
human behavior; 7) maintaining professionalism; 8) evaluation; and 9) 4-H youth. 
Mailed questionnaires elicited the responses of extension agents and state staff 
members. All of the competencies were perceived to be from moderate to high 
importance. Also, there were no significant differences in the perceptions of extension 
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agents and state staff members regarding the importance of the professional 
competencies needed by extension agents. 
Paige (1985) assessed the self-perceived inservice iraining needs of Mississippi 
extension home economists in nine general competency areas: 1) organization and 
administration; 2) educational process; 3) understanding social systems; 4) human 
development; 5) program planning and development; 6) communications; 7) effective 
thinking; 8) technology; and 9) research. Using a mailed questionnaire approach, 
Paige found that in the overall ranking of the nine competency areas, the two top 
general areas of inservice training needs as identified by the extension home 
economists were "technology and research." The lowest ranked general areas for 
training were the areas of educational process and understanding social systems. 
In a recent study, Brahee (1989) assessed the inservice training needs of county 
extension agents in the North Central Region (covering 12 states) of the United States. 
Using mailed questionnaires, the study was instigated to provide an analysis of the 
perception of training needs among county extension agents from two perspectives; 
those of 1) level of importance, and 2) level of training needed. The respondents 
consisted of two groups, namely, the county extension agents themselves and state 
extension administrators. 
Brahee found that the rank order of inservice training needs by county 
extension agents were as follows: 1) research and evaluation; 2) program planning 
process; 3) effective thinking process; 4) educational process; 5) communication 
process; 6) understanding social systems; 7) human development process; and 
8) extension organization. Those perceived by the state extension administrators were 
in the following order: 1) program planning process; 2) educational process; 3) human 
development process; 4) research and evaluation; 5) effective thinking process; 
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6) communication process; 7) understanding social systems; and 8) extension 
organization. Three of the top four categories of perceived training needed were the 
same as indicated by both the county extension agents and the state extension 
administrators. These three categories were: 1) research and evaluation; 
2) understanding the program planning and development process; and 
3) understanding the educational process. Brahee recommended that inservice 
training programs be conducted in these categories for county extension agents. 
Statistical Procedures Used in Previous Studies 
To guide the choice and use of relevant and appropriate statistical procedures 
for this study, statistical procedures employed in some of the previous studies 
mentioned in the literature review were studied and analyzed. The following are brief 
presentations of statistical procedures used from selected studies. 
Teh (1980) used frequency- distributions, cross tabulations, aud one-way analysis 
of variance to describe respondents from Peninsular Malaysia. A reliability test was 
used to analyze consistency of selected professional competencies for both the 
"importance to position performance" responses and the "importance for inclusion in 
preservice/inservice program" responses. The one-way analysis of variance was also 
used to determine differences in attitude among respondents on each of the selected 
professional competencies. Pearson correlation analysis was used to determine 
relationship between importance of professional competency categories to position 
performance and importance of the competency categories for program inclusion. 
Gonzalez (1982) used descriptive statistics to analyze data in identifying and 
describing selected demographic characteristics of extension agents in the Pennsylvania 
Cooperative Extension Service. A multiple regression analysis was also used to 
compare the perceptions of county extension agents with those of the state staff 
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members regarding the competencies needed by extension agents and to analyze the 
effects of selected demographic and experience factors on the professional 
competencies needed by extension agents. 
Ayewoh (1983) used descriptive statistics to describe selected demographic and 
experiential characteristics of respondents in Nigeria. In addition, Ayewoh used the 
General Linear Model (GLM) of Regression Analysis to test for any significant 
difference between the perceptions of two groups of respondents (Local Government 
Area (LGA) extension agents and state extension agents regarding the professional 
competencies needed by extension agents. The use of the General Linear Model of 
Regression Analysis enabled the calculation of the F-statistic for unbalanced data. The 
Maximum R Improvement Stepwise Regression Technique (MAXR) was employed to 
test/assess the relationship between selected biographical and experiential 
characteristics of extension personnel and their perceptions of the need for extension 
agents' competency in the eight professional competency categories included in the 
study. 
In Ongondo's 1984 Kenya study, data was analyzed using predictive and 
inferential statistics. An analysis of variance was utilized to compare the perceptions 
of three groups of respondents regarding the importance of the professional 
competencies. Multiple regression analysis was employed to test the relationship 
between selected demographic characteristics and the perceptions of the respondents 
regarding the importance of professional competencies. 
Paige (1985) used descriptive statistics, correlational techniques, and a stepwise 
multiple regression to assess the self-perceived inservice training needs of Mississippi 
extension home economists. Descriptive and correlational analyses were employed to 
report the actual characteristics of the population and to answer research questions 
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included in the study. A Coefficient Concordance, W, a descriptive measure of the 
agreement among ranks, was completed to measure the amount of agreement between 
independent variables of educational level, age, and county population, and the 
dependent variables of the nine general competency areas. Frequency distributions 
were used to separate the responses of the participants into categories for descriptive 
purposes and to determine the self-perceived training needs of respondents. A 
stepwise multiple regression analysis technique was used to assess the influence of 
general variables on the dependent variable singularly or in association with other 
variables and to answer a number of research questions included in the study. 
Amba (1986) used descriptive statistics to summarize data about the 
characteristics of extension agents from the Cross River State of Nigeria. Perceptions 
of extension agents about importance, knowledge and performance of each 
competency area were determined by calculating the mean scores and standard 
deviations of each competency area. To determine the training needs of extension 
agents, means and standard deviations of knowledge and performance discrepancy 
scores of each competency area were calculated. These competency areas were then 
ranked from highest to lowest training need. Pearson product moment correlation 
coefficients were used to describe the relationships between the following independent 
variables and the two major criterion variables which are the perceptions of extension 
agents about the importance, knowledge and performance of competencies, on one 
hand, and their training needs on the other, also age, and number of years in extension 
work. Spearman rank correlation coefficients were used to describe the relationships 
between rank of extension workers and the above mentioned criterion variables. The 
relationships between academic qualifications of extension workers and the criterion 
variables in the study were determined by analysis of variance. Where there were 
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significant differences between groups, Scheffé post hoc tests were conducted to 
determine which groups were significantly different. 
Randavay (1989) used multivariate techniques of factor analysis, cluster 
analysis, and multiple-stepwise discriminate analysis to determine the relationships 
between demographic data and competency levels needed and possessed by 
agricultural extension workers in the Western Agricultural Region of Thailand. A 
factor analysis was used to identify a number of factors that represented relationships 
among sets of perceived competency levels needed and possessed. In addition, a 
cluster analysis was used to classify the extension workers who rated themselves high 
and those who rated themselves lov/ based on the similarities of their perceptions in 
competency levels needed and possessed in each factor. A multiple-stepwise 
discriminate analysis was used to determine the demographic variables that 
discriminate between those extension workers who rated themselves high and those 
who rated themselves low in self-perceived professional competency levels needed and 
possessed. An analysis of variance was used to assess the between cluster to within-
cluster variability and to determine the effectiveness of the discriminate function. 
Brahee (1989) employed descriptive statistics in a study to describe the 
population in the North Central Region of the United States. T-tests, Spearman rank 
correlations and analysis of variance were used to analyze the various portions of the 
data in testing the presented hypotheses. 
Marcellino (1990) used descriptive statistics to describe the characteristics of 
the respondents in Argentina. A reliability test (Cronbach's alpha) was used to test the 
internal consistency of the 75 professional competency items included in the survey. A 
factor analysis was used to find as to whether variables could be described by a smaller 
number of factors. Then, Cronbach's alpha was used again to test the reliability of the 
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grouped items from the factor analysis. A one-way analysis of variance was used to test 
differences in respondents' perceptions when demographic data were considered. The 
Duncan test, as a post-hoc multi-comparison procedure, was performed at the 0.05 
level of significance. 
Summary 
The training of extension personnel is one of the vital prerequisites for an 
efficient and effective extension service. A review of the literature revealed the 
urgency of training, particularly that of inservice training, for the improvement and 
upgrading of agricultural extension agents. In order to successfully conduct effective 
training programs, performing a needs assessment prior to training is a critical issue 
which deserves due consideration. The review of literature also revealed that a 
considerable amount of research on training needs and professional competencies of 
extension personnel has been undertaken. 
Various factors may affect needs. In conducting a needs assessment, factors 
relating to the perceptions of individuals on their needs for training such as age, 
education, experience and area of responsibility should also be considered. 
Several methods can be used to conduct training for extension personnel. 
These include a one-day course or workshop such as the fortnightly/biweekly training 
under the T & V extension system, a short-course, workshop, conference, or 
symposium which may last for a couple of days, a long-term course or workshop which 
may last for a couple of weeks, or in the case of an undergraduate or graduate course, 
may take even longer. Other delivery methods include a correspondence course, use of 
audio cassette, vidéocassette, or microcomputer, telecourses, teleconferencing, closed-
circuit television either through cable or communications satellite, and various other 
methods. 
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Of the training needs/professional competencies that have been identified, a 
majority of them can be broadly categorized under the following areas: 1) extension 
philosophy, organization, and administration; 2) program planning, execution, and 
evaluation; 3) communications; 4) teaching and teaching methods; 5) social systems 
and human development; 6) professional development; 7) youth development; 8) 
research; and 9) technical knowledge. 
Several methods of analysis can be used to determine the value of the 
information collected and assess its utility. These include reliability test, descriptive 
statistical analysis (frequencies, percentages, means, and standard deviations), f-test, 
one-way analysis of variance, correlational analysis, cross tabulations, multiple 
regression, factor analysis, cluster analysis, and multiple stepwise discriminate analysis. 
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CHAPTER m. METHODS AND PROCEDURES 
Purpose and Objectives 
The overall purpose of this study was to identify areas of inservice training 
needs of Agricultural Technicians (ATs) as perceived by the ATs and extension 
supervisors in each of the districts in the State of Sabah in Malaysia. The study was 
specifically designed to: 1) determine the inservice training needs of ATs as perceived 
by the ATs and their extension supervisors; 2) determine if there is a relationship 
between the ATs' perceived training needs and the extension supervisors' perceived 
training needs of ATs in the major professional competency areas of agricultural 
extension related to the educational process; 3) determine if there is a relationship 
between the ATs' perceived importance to extension and the extension supervisors' 
perceived importance to extension of the major professional competency areas of 
agricultural extension related to the educational process; 4) investigate the 
relationships between demographic characteristics -- age, length of service in extension, 
and divisional location of the ATs and their perceived training needs; 5) determine the 
preferred delivery methods in the inservice training for ATs as perceived by the ATs 
and their extension supervisors; and 6) determine if there is a relationship between the 
ATs' perceived preference and the extension supervisors' perceived preference in the 
delivery methods in inservice training for ATs. 
The methods and procedures used in this study are presented in this chapter 
under the following headings: 1) Research Design; 2) Population and Sample; 3) 
Development of the Questionnaire; 4) Collection of Data; and 5) Methods for Data 
Analysis. 
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Research Design 
This study featured the descriptive survey method, sometimes called the 
normative survey or the narrative survey. This method is commonly used in the field of 
education and deals with a situation that demands the technique of observation as the 
principal means of collecting data, whether or not these data are actually physically 
observed or obtained through the benefit of a questionnaire (Leedy, 1989). Leedy 
(1989) described the descriptive survey method as "...the method of research that looks 
with intense accuracy at the phenomena of the moment and then describes precisely 
what the researcher sees" (p. 140). Leedy also indicated that, as its name implies, this 
method is based on the assumption that whatever is observed at any one time is normal 
and under the same conditions could be observed again in the future. 
Population and Sample 
Tlie population for this study consisted of all extension personnel employed by 
the Sabah State Department of Agriculture stationed in all 23 districts of the State of 
Sabah in Malaysia. They were divided into two hierarchical levels. At the higher level 
were the Divisional Agricultural Officers, District Agricultural Officers, and Assistant 
District Agricultural Officers for Extension. They were responsible for supervision and 
support of the Agricultural Technicians (ATs). At the lower level were the 
Agricultural Technicians (ATs) who were responsible for the implementation of 
extension programs at the field level. In this study, the Divisional Agricultural 
Officers, District Agricultural Officers, and Assistant District Agricultural Officers for 
Extension were collectively categorized as "extension supervisors." 
A list of names of these extension personnel and the respective districts where 
they were being stationed was obtained from the Director of the Sabah State 
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Department of Agriculture. In the list, there were 361 Agricultural Technicians (ATs) 
and 41 extension supervisors. 
The ATs were stratified by districts. The proportional stratified sampling 
technique was employed to select a proportional number of ATs per district. A total of 
186 ATs was finally selected (Appendix A). All 41 extension supervisors were included 
in the study. 
Development of the Questionnaire 
A questionnaire was developed for this study. Several previous studies done in 
Malaysia, other developing countries, and the United States (Ayewoh, 1983; Brahee, 
1989; Easter, 1985; Gonzalez, 1982; Hazelman, 1988; Marcellino, 1990; Ongondo, 
1984; Prokati, 1983; Randavay, 1989; Teh, 1980) were used to develop the 
questionnaire. Both English and Malay (the Malaysian language) versions of the 
questionnaire were prepared (Appendices D and E). 
The first draft of the questionnaire was given to a panel of experts comprising of 
1) three members of the faculty of the Department of Agricultural Education and 
Studies and two members of the faculty of the Department of Sociology at Iowa State 
University who had considerable experience in extension, and 2) selected officials in 
the Sabah State Department of Agriculture who were qualified, knowledgeable, and 
had experience in agricultural extension in the State of Sabah. These individuals were 
requested to evaluate the survey questionnaire by: 1) reading the questionnaire; 
2) making comments and suggestions; and 3) adding or deleting items. The selected 
individuals in the Sabah State Department of Agriculture were also requested to help 
check for the correct and proper Malay (the Malaysian language) translation, and to 
review the appropriateness of the wordings and the relevancy of the items. The 
process provided some measure of content validity. Based on their input, changes and 
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revisions were made. The questionnaire and explanation of the methods proposed for 
use in the study were then sent to the Human Subjects Committee at Iowa State 
University for approval before the study was conducted (Appendix F). 
The questionnaire consisted of three sections. Section I contained a 
comprehensive listing of 123 competency statements related to the educational 
process. These competency statements were divided into seven major professional 
competency areas of agricultural extension based on the review of literature and 
experiences of the researcher. These seven areas were: 
1) Extension organization and administration; 
2) Program planning and development; 
3) Extension communications and teaching methods; 
4) Extension teaching; 
5) Evaluation of extension programs and activities; 
6) Social values and structure; and 
7) Personal development. 
In this section, respondents were requested to indicate their perceptions 
regarding (1) training needs of ATs, and (2) the importance to extension of each 
competency. A 1 Lu 5-point Likert-type scale was used. According to Title and Kill 
(1967), a Likert-type scale is appropriate and will yield high reliability in assessing 
needs. McKelvie (1978), meanwhile, has written that five-point scales are the most 
reliable for measurement of attitude-judgment tasks. McKelvie also suggested that 
five-point scales have more discriminative power and validity than fewer scale 
categories. The scale for perceived training needs of ATs for each task was: 
1 = No need for more training 
2 = Slight need for more training 
3 = Moderate need for more training 
4 = High need for more training 
5 = Very high need for more training 
The scale for perceived importance to extension of each compctency was: 
1 = Not important 
2 = Slightly important 
3 = Moderately important 
4 = Important 
5 = Very important 
Section II was designed to determine the perceived preference for the identified 
delivery methods for inservice training of ATs. These delivery methods were: 
fortnightly training, centralized short-term courses/workshops, centralized long-term 
courses/workshops, correspondence courses, educational programs on video cassettes, 
and educational programs on closed-circuit television via satellite. The scale was: 
1 = No preference 
2 = Slight preference 
3 = Moderate preference 
4 = High preference 
5 = Very high preference 
Finally, Section III was designed to obtain demographic and experiential 
characteristics of the respondents. Age, length of service in extension (number of years 
working in extension), and district/division of location of the ATs were important in 
the analysis of objective four. 
To verify for content validity and reliability, the questionnaire was pre-tested by 
administering it to ten Subject Matter Officers (SMOs) at the Extension Special Unit 
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(ESU). Most of these officers were formerly District Agricultural Officers or Assistant 
District Agricultural Officers. Their input was based on experiences at their former 
respective districts or districts of their own choice. These individuals selected in the 
pre-testing were not included in the sample of extension personnel. The results of the 
pre-test did not indicate a need for any changes or modifications in order to improve 
the quality of the questionnaire. 
The Malay version of the questionnaire was used for the data collection. 
Detailed instructions on how to respond to the questionnaire were provided. Each 
questionnaire was given a code number. 
A cover letter explaining the importance and purpose of the research and 
soliciting cooperation and participation from the potential respondents, developed by 
the researcher and co-signed by the researcher and the major professor, also 
accompanied the questionnaire. Copies of the letter in English and Malay are shown 
in Appendices B and C, respectively. 
Collection of Data 
A package of the questionnaires was to be mailed in mid-December, 1991, from 
the headquarters of the Sabah State Department of Agriculture at Kota Kinabalu to 
each respondent. However, it happened that a senior officers meeting of the Sabah 
State Department of Agriculture was held at the headquarters sometime during that 
month. Those attending the meeting included Divisional and District Agricultural 
Officers from all over the state. 
A colleague of the researcher in the department who acted as the contact 
person, took the opportunity in the meeting to explain to the officers various aspects of 
the study including procedures in responding to the survey questionnaire. Instead of 
mailing the packages of questionnaires, each officer was then requested to distribute 
67 
the questionnaire to the pre-selected respondents in that district. The officer then 
explained the procedure in responding to the questionnaire to all respondents in that 
district. 
The ATs completed their responses to the survey questionnaires when they 
came to attend the biweekly meeting/training at the District Agricultural Office. Each 
district then returned the completed questionnaires to the headquarters of the Sabah 
State Department of Agriculture as soon as possible. By the end of January, 1992, all 
questionnaires were returned. The response rate was, therefore, 100 percent. The 
questionnaires were returned either by hand or by mail and were then delivered to the 
researcher at Iowa State University for analysis. All returned questionnaires were 
determined usable for analysis. 
Data Analysis Methods 
The statistical computer program/package of the Statistical Package for the 
Social Sciences (SPSSx) was used for analyzing and summarizing the data. 
The following analyses were conducted to analyze each objective of the study: 
1) A pre-test reliability test employing Cronbach's alpha statistical procedure 
was used to examine the internal consistency and stability of the questioimaire. 
2) Descriptive statistics (frequencies, percentages, means, and standard 
deviations) were used to summarize the data about the demographic characteristics of 
the respondents. 
3) The seven major professional competency areas of agricultural extension 
were rated for both the perceived training needs of ATs and the perceived importance 
to extension by both the ATs and their supervisors. The perceptions of the ATs and 
extension supervisors about training needs of ATs and importance to extension of the 
seven areas of agricultural extension were determined by calculating the mean scores 
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and standard deviations of each of the seven areas. These areas were then listed from 
the highest to the lowest. 
4) Comparisons were made of the perceived training needs of ATs and the 
importance to extension of the seven areas of agricultural extension between those 
perceived by the ATs and those perceived by extension supervisors. 
5) Pearson product-moment correlation data were generated for any significant 
relationships between age and length of service (number of years employed in 
extension) of the ATs and their perceived training needs in each of the seven areas of 
agricultural extension. 
6) Comparisons were made of the perceived training needs of ATs between the 
five administrative divisions of Sabah. 
7) Preferences were rated in the seven identified delivery methods for inservice 
training for ATs as perceived by the ATs and the extension supervisors. 
8) Comparisons were made of the preferred delivery methods in inservice 
training for ATs between those perceived by the ATs and the extension supervisors. 
For the analyses, a number of SPSSx subprograms were used. These included 
the following: 
1) RELIABILITY was used for the reliability test to analyze the consistency of 
the seven major professional competency areas of agricultural extension for the 
training needs and importance, and the seven delivery methods for the preferences. 
2) FREQUENCIES was used to determine the descriptive statistics analyzing 
the demographic characteristics of the respondents. 
3) T-TEST was used to determine differences in perceptions among the two 
groups of respondents on each of the seven areas of agricultural extension, and the 
seven delivery methods in inservice training for ATs. The 0.05 alpha level was 
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established a priori, and used as a basis for determining significant differences among 
mean scores. 
4) CORRELATIONS was used to determine the relationships between age and 
length of service (number of years working in extension) of the ATs and their 
perceived training needs in each of the seven major areas of agricultural extension. 
The 0.05 alpha level was established a priori, and used as a basis for determining 
relationships. 
5) ONEWAY was used to determine if significant differences existed between 
the perceptions of the five divisional groups of ATs in the five administrative divisions 
of the State of Sabah. The Scheffé and Duncan post hoc tests were used to locate the 
sources of significant relationships among the five groups of ATs in the five divisions at 
the 0.05 level of significance. Both Scheffé and Duncan post hoc tests were used to 
strengthen the findings and interpretations. 
Scales used in this study were designated according to the following intervals of 
mean values: 
(1) for perception on training needs 
1.50 to 2.49 
< L50 no need for more training, 
slight need for more training. 
4.50+ 
3.50 to 4.49 
2.50 to 3.49 moderate need for more training, 
high need for more training, and 
very high need for more training; 
(2)  for perceptions on importance to extension 
<1.50 = not important, 
1.50 to 2.49 = slightly important. 
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2.50 to 3.49 = moderately important, 
3.50 to 4.49 = important, and 
4.50 + = very important; 
(3) for perceptions on the preference for the deliver}^ methods for inservice 
training of ATs 
< 1.50 = no preference, 
1.50 to 2.49 = slight preference, 
2.50 to 3.49 = moderate preference, 
3.50 to 4.49 = high preference, and 
4.50+ - very high preference. 
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CHAPTER IV. ANALYSIS AND FINDINGS 
The study focused on the perceived inservice training needs of Agricultural 
Technicians (ATs), and assessment of the perceptual differences, if any, between the 
ATs and the extension supervisors in the Sabah State Department of Agriculture in 
Malaysia. The same assessment was made of the perceptual differences, if any, 
between the ATs and the extension supervisors of the importance of the seven major 
professional competency areas of agricultural extension related to the educational 
process. An attempt was also made to identify any differences of perceived inservice 
training needs, utilizing the variables of age, length of service in extension (number of 
years working in extension), and location of the ATs. Finally, an attempt was also 
made to assess the perceptual differences, if any, between the extension supervisors 
and ATs in the preferred delivery methods in inservice training for ATs. The data 
collected from the extension personnel were analyzed using a number of procedures: 
Cronbach's alpha reliability test, frequencies, f-test, correlation analysis, and one-way 
analysis of variance. The statistical analyses and findings are presented in this chapter. 
The chapter is divided into the following sections: (1) Reliability of the 
Questionnaire; (2) Demographic Characteristics of Respondents; (3) Findings by 
Research Objective; and (4) Summary. 
Reliability of the Questionnaire 
Cronbach's alpha procedure was used to examine the level of internal 
consistency and stability of the task/activity items in the questionnaire, both for the 
training needed by ATs and the importance to extension, and the delivery system for 
inservice training. The coefficients were computed for each of the seven major 
professional competency areas of agricultural extension which relate to the educational 
process, the composite measure, and the delivery system for inservice training. Results 
of the computations are shown in Table 2. 
The alpha coefficients for training needs for each area ranged from 0.85 to 0.98. 
The alpha coefficients for importance to extension for each area ranged from 0.78 to 
0.95. The composite alpha coefficient was 0.99 for training needs and 0.98 for 
importance to extension. The alpha coefficient for delivery system for inservice 
training was 0.72. An alpha greater than 0.65 is the minimum recommended for 
Table 2. Cronbach's alpha coefficients for reliability of the questionnaire 
Competency Area in Extension No. of 
Items 
Alpha Coefficient 
Need for Importance to 
Training Extension 
Extension Organization 
and Administration 
16 0.85 0^3 
Program Planning and 
Development 
17 &96 OjG 
Extension Communications 
and Teaching Methods 
46 0.96 045 
Extension Teaching 12 &95 0.91 
Evaluation of Extension 
Programs and Activities 
18 0.94 044 
Social Values and Structure 9 &98 Oj2 
Personal Development 5 0.95 0J% 
Composite 123 &99 048 
Delivery System for 
Inservice Training 
7 
Alpha Coefficient 
0.72 
73 
research purposes (Nunnally, 1982). The coefficient values were deemed to be 
sufficiently high to proceed v.ith analysis and interpretation. 
Demographic Characteristics of Respondents 
Information on the background of the respondents was collected through the 
questionnaire. Each respondent was requested to provide information on age, length 
of service in extension (number of years working in extension), title of current position, 
highest educational level, and the district where stationed. Additional information was 
requested from each AT on area of responsibility, number of farmers/homemakers 
groups and households served, and the average number of farmers/homemakers 
groups visited each week. Additional information in terms of number of extension 
agents being supervised was requested from each extension supervisor. In this study, 
only district/division of location, age, and length of service in extension were analyzed. 
Results of the analysis are shown in Tables 3, 4, and 5, respectively. 
Division and District 
The five districts in the West Coast Division contributed fifty-nine (31.7 
percent) of the ATs studied. Fifty-seven (30.6 percent) were from the seven districts in 
the Interior Division, twenty-eight (15.1 percent) were from the three districts in the 
Kudat Division, twenty-three (12.4 percent) were from the four districts in the 
Sandakan Division, and nineteen (10.2 percent) were from the four districts in the 
Tawau Division (Table 3). As for the extension supervisors, thirteen (31.7 percent) 
were selected from the seven districts in the Interior Division, ten (24.4 percent) from 
the five districts in the West Coast Division, seven (17.1 percent) from the four districts 
in the Tawau Division, six (14.6 percent) from the four districts in the Sandakan 
Division, and five (12.2 percent) from the three districts in the Kudat Division. 
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Table 3. Frequency and percentage distribution of respondents by division and 
distnct 
Division/District 
Population Size 
(N) 
ATs Supervisors 
Sample Size Percentage 
(n) (%) 
ATs Supervisors ATs Supervisors 
West Coast 
Kota Kinabalu 23 2 12 2 6.45 4.88 
Papar 19 2 10 2 538 4.88 
Tuaran 25 2 13 2 6.99 4.88 
Ranaii 17 2 9 2 4.84 4.88 
Kota Belud 28 2 15 2 8.06 4.88 
Sub-total 112 10 59 10 31.72 24.40 
Kudat 
Kudat 21 2 11 2 5.91 4.88 
Kota Marudu 21 2 11 2 5.91 4.88 
Pitas 12 I 6 1 3.23 2.44 
Sub-total 54 5 28 5 15.05 12.20 
Sandakan 
Sandakan 10 3 5 3 2.69 7.30 
Beluran 14 1 7 1 3.76 2.44 
Telupid 10 1 5 1 2.69 2.44 
Bukit Gar am 12 1 6 1 3.23 2.44 
Sub-total 46 6 23 6 12.37 14.62 
Tawau 
Tawau 10 3 5 3 2.69 7.30 
Lahad Datu 12 2 6 2 3.23 4.88 
Kunak 10 1 5 T 2.69 2.44 
Sempoma _6 1 3 1 1.61 2.44 
Sub-total 38 7 19 7 10.22 17.06 
Interior 
Keningau 17 3 9 3 4.84 7.30 
Beaufort 21 2 11 2 5.91 4.88 
Tenom 19 2 10 2 5.38 4.88 
Sipitang 14 1 7 1 3.76 2.44 
Kuala Penyu 14 2 7 2 3.76 4.88 
Tambunan 14 2 7 2 3.76 4.88 
Nabawan 12 Ï 6 1 3.23 2.44 
Sub-total 111 13 57 13 30.64 31.70 
TOTAL 361 41 186 41 100.00 100.00 
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Age 
Table 4 indicates that fifty-eight (31.2 percent) of the ATs indicated their age 
range between 36 and 40 years; fifty-six (30.1 percent) between 41 and 50 years, fifty-
one (27.4 percent) between 31 and 35 years; fifteen (8.1 percent) between 26 and 30 
years; and five (2.7 percent) between 51 and over. No one indicated an age of 25 years 
and younger and only one AT did not indicate any age. 
Fourteen (34.1 percent) of the extension supervisors indicated their age range 
between 31 and 35 years; ten (24.4 percent) between 41 and 50 years; eight (19.5 
percent) between 26 and 30 years; and six (14.6 percent) between 36 and 40 years. 
There was only one (2.4 percent) who indicated an age range between 25 years and 
Table 4. Frequency and percentage distribution of respondents by age group 
ATs Supervisors 
Age Group (years) n 9c n % 
25 and under 0 0.0 1 2.4 
26-30  15 8.1 8 19.5 
31-35 51 27.4 14 34.1 
36 -40  58 31.2 6 14.6 
41-50 56 30.1 10 24.4 
51 and over 5 2.7 ? 4.9 
Missing 1 0.5 0 0.0 
TOTAL 186 100.0 41 100.0 
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j-.cunger. Two of the extension supervisors (4.9 percent) indicated their age range 
between 51 and over. 
Length of Service in Extension 
As one can see from Table 5, the largest number of the ATs were those in the 
16 to 20 years of extension service group, while the largest number of the extension 
supervisors were in the 6 to 10 years of extension service group. The indicated number 
of years range from 2 to 50 for ATs, while from 2 to 32 for extension supervisors. 
Thirteen of the ATs and three of the extension supervisors did not indicate their 
lengths of service in extension. 
Table 5. Frequency and percentage distribution of respondents by length of service 
in extension 
ATs Supervisors 
Length of Service (years) n % n % 
5 or less 7 3.8 10 24.4 
6-10 38 20.4 12 29.3 
11 -15 32 17.2 5 12.2 
16-20 47 25.3 4 9.8 
21-25 34 18.3 3 7.3 
26-30  15 8.1 3 7.3 
31-35  0 0.0 1 2.4 
Missing 13 7.0 3 7.3 
TOTAL 186 100.0 41 100.0 
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Findings by Research Objective 
This section deals with the analyses and findings in congruence with each 
objective of the study. 
Training Needs 
One of the major objectives of this study was to determine the inservice training 
needs of ATs as perceived by the ATs themselves and their extension supervisors. The 
ATs and extension supervisors were asked to indicate their perceptions regarding 
inservice training needed by ATs for each competency within each of the seven 
identified major professional competency areas of agricultural extension which relate 
to the educational process. Means and standard deviations (S.D.) of these perceptions 
were calculated on a scale of 1 to 5 for the seven areas. These mean values and 
standard deviations, along with the rankings are presented in Table 6. The researcher 
used the mean values to rank the identified areas with regard to the perceptions on 
training needs of ATs. 
The means and standard deviations of the perceptions of ATs ranged from 2.89 
to 3.41 and from 0.90 to 1.14, respectively. The area rated highest by the ATs as 
indicated by its mean value was "extension teaching" with a mean of 3.41. The second, 
third, fourth, fifth, and sixth rated competency areas were "personal development," 
"extension organization and administration," "extension communications and teaching 
methods," "program planning and development," and "evaluation of extension programs 
and activities," respectively. The lowest rated area needed for training was "social 
values and structure" with a mean of 2.89. This area also had the highest variability 
with a standard deviation of 1.14. All areas received mean ratings between 2.50 and 
3.49 (moderate need for more training). With a mean rating of 3.41, the highest rated 
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Table 6. Means, standard de\dations, and rankings of perceptions held by extension 
personnel regarding the inservice training needs or ATs for the major 
professional competency areas of agricultural extension 
ATs Supervisors 
Mean^ Mean^ 
Competency Area in Extension n S.D. Rank n S.D. Rank 
Extension organization and 
administration 
186 3.23 
0.97 
3 41 3.19 
0.92 
6 
Program planning and 
development 
186 3.14 
0.95 
5 41 3.28 
0.86 
4 
Extension communications 
and teaching methods 
186 3.17 
0.90 
4 41 3.31 
0.84 
3 
Extension teaching 186 3.41 
0.99 
1 41 3.66 
0.86 
1 
Evaluation of extension 
programs and activities 
186 3.04 
1.03 
6 41 3.26 
0.94 
5 
Social values and structure 185 2.89 
1.14 
7 41 3.15 
1.10 
7 
Personal development 186 3.40 
1.14 
2 41 3.60 
0.91 
2 
^Scale for calculating means: 5 = very high need for more training 
4 = high need for more training 
3 = moderate need for more training 
2 = slight need for more training 
1 = no need for more training 
area was only 0.09 point short of falling into the range of 3.50 to 4.49 (high need for 
more training). 
The means and standard deviations of the perceptions of extension supervisors, 
meanwhile, ranged from 3.15 to 3.66 and from 0.84 to 1.10, respectively. Similar to the 
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perceptions of the ATs, the two highest rated areas perceived by the extension 
supervisors were also "extension teaching" and "personal development." Each of these 
two areas received a mean rating higher than 3.50, but less than 4.50 which thus fell 
into the level of "high need for more training." The third, fourth, fifth, and sixth highest 
rated areas were not the same as the third, fourth, fifth, or sixth highest rated areas in 
that sequence perceived by the ATs. There was a narrow discrepancy. Instead, the 
third, fourth, fifth, and sixth highest rated areas were "extension communications and 
teaching methods," program planning and development," "evaluation of extension 
programs and activities," and "extension organization and administration." The lowest 
rated area was similar to that perceived by the ATs which was "social values and 
structure" which received a mean rating of 3.15. This area, too, had the highest 
variability with a standard deviation of 1.10. The third highest to the lowest rated areas 
received mean ratings of higher than 2.50 but less than 3.50 which thus fell into the 
level of "moderate need for more training." 
Means and standard deviations for each competency within each of the seven 
identified major professional competency areas of agricultural extension were also 
calculated and are presented in Table 7. The first three highest rated competencies 
perceived by ATs as needed for training in the "extension organization and 
administration" area were, in order, "thoroughly understand the policies, goals, and 
objectives relating to extension of the Sabah Department of Agriculture," "understand 
the mission of the extension service of the Sabah Department of Agriculture" and 
"thoroughly understand your duties." The highest rated competency received a mean 
rating of 3.64 and thus fell into the range of 3.50 to 4.49 which was the level of "high 
need for more training." Both the second and third highest rated competencies 
received mean ratings of 3.46 and 3.41 respectively, and hence stood within the range 
80 
Table 7. Means, standard deviations, and rankings of perceptions held by extension 
personnel regarding the inservice training needs of ATs for competencies 
within the major professional competency areas of agricultural extension 
ATs Supervisors 
Competency Area/ Mean^ Mean^ 
Competency in Extension n S.D. Rank n S.D. Rank 
Extension organization 
and administration 
Understand the overall 184 
organizational structure of 
the Sabah Department of 
Agriculture 
Understand the organizational 183 
structure of the Extension 
Branch of the Sabah 
Department of Agriculture 
Understand the mission of the 184 
extension service of the Sabah 
Department of Agriculture 
Understand the Sabah civil 184 
service rules and regulations 
Thoroughly understand the 184 
policies and goals and 
objectives relating to 
extension of the Sabah 
Department of Agriculture 
Thoroughly understand 184 
your duties 
Establish working 184 
relationships with other 
extension staff 
^Scale for calculating means: 5 = very high need for more training 
4 = high need for more training 
3 = moderate need for more training 
2 = slight need for more training 
1 = no need for more training 
3.13 
1.22 
12 41 2.66 
1.26 
16 
3.16 
1.19 
10 41 2.76 
1.26 
14 
3.46 
1.19 
41 3.44 
1.34 
3.39 
1.19 
3.64 
1.15 
41 
41 
3.39 
1.09 
3.61 
1.07 
3.41 
1.39 
2.97 
1.34 
14 
41 
41 
3.27 
1.30 
2.76 
1.28 
15 
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Table 7. (Continued) 
ATs ^ Supervisors 
Competency Area/ Mean^ Mean^ 
Competency in Extension n S.D. Rank n S.D. Rank 
Follow proper channels of 182 3.14 11 41 3.02 11 
administration & 1.27 1.21 
communication 
Follow established 183 3.04 13 41 2.93 12 
administrative procedures 1.29 1.27 
(use of transportation, 
use of equipment, reporting) 
Coordinate use of equipment, 185 3.30 7 41 3.07 10 
facilities and resources 1.27 1.10 
with other extension agents 
Compile periodic reports of 184 3.29 8 41 3.26 9 
extension activities 1.32 1.14 
(weekly, biweekly, monthly, 
quarterly, semi-annually, 
annually) 
Prepare budgets for annual 186 3.34 6 41 3.44 4 
work plans 1.33 0.98 
Estimate resource materials 184 3.25 9 41 3.34 7 
needed for program activities 1.21 1.15 
Attend and actively 181 2.79 16 41 2.90 13 
participate in staff meetings 1.51 1.24 
Manage time effectively 183 2.94 15 41 3.51 3 
1.29 1.10 
Write accurate, concise, 184 3.35 5 41 3.73 1 
and effective reports 1.38 1.27 
Program planning and 
development 
Collect and utilize 185 2.92 15 41 3.15 12 
information and literature 1.29 1.20 
about your district 
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Table 7. (Continued) 
ATs Supervisors 
Competency Area/ Mean^ Mean^ 
Competency in Extension n S.D. Rank n S.D. Rank 
Study agricultural survey 185 3.31 2 41 3.12 13 
carried out in Sabah 1.12 0.93 
Conduct a need or problem 184 3.26 5 41 3.61 1 
assessment of your 1.21 1.09 
assigned extension area 
Develop a needs survey 185 3.24 7 41 3.22 11 
questionnaire 1.24 1.13 
Conduct interviews to obtain 185 3.11 12 41 3.34 9 
meaningful information for 1.25 1.18 
planning purposes 
Identify professionals (i.e. 182 3.19 10 41 2.98 15 
those with appropriate 1.26 0.99 
knowledge and experience) 
who can assist in program 
planning and activities 
Identify key people in the 183 2.76 16 41 2.78 17 
community to be involved 1.30 1.04 
in problem and needs 
identification, and in 
program planning 
Assess available local/ 184 2.75 17 41 2.98 16 
community resources, 1.20 1.06 
facilities and services 
Develop long-term 186 3.27 4 41 3.44 5 
extension program plans 1.21 1.03 
(those extending beyond 
2-3 years) 
Develop an annual program 186 3.26 6 41 3.29 10 
of work 1.24 1.19 
Develop weekly and 184 3.00 14 40 3.10 14 
monthly work schedules 1.29 1.15 
83 
Table 7. (Continued) 
ATs Supervisors 
Competency Area/ Mean^ Mean^ 
Competency in Extension n S.D. Rank n S.D. Rank 
Develop short and long term 
program goals and objectives 
00
 
3.28 
1.22 
3 41 3.42 
1.12 
6 
Translate needs assessment 
information into general 
problem statement 
185 3.09 
1.19 
13 41 3.44 
0.98 
4 
Establish programming 
priorities 
184 3.22 
1.19 
8 41 3.42 
1.22 
7 
Establish program priorities 
at the loci level which are 
compatible with national 
priorities 
184 3.21 
1.20 
9 41 3.39 
1.12 
8 
Relate national/state 
objectives to extension 
programs 
182 3.17 
1.20 
11 41 3.54 
1.03 
2 
Organize effective program 
planning committees 
179 3.39 
1.20 
1 41 3.49 
1.19 
3 
Extension communications 
and teaching methods 
Develop and use extension 
messages appropriate to 
audience needs, interests 
and capabilities 
182 3.43 
1.27 
4 41 3.28 
1.18 
6 
Develop and use extension 
messages appropriate to 
the communication medium 
and method used 
182 3.42 
1.18 
5 40 3.38 
1.10 
5 
Develop a communications 
plan (a plan that includes a 
schedule of communications 
media to be employed, timing, 
and intended audiences 
185 3.26 
1.18 
7 41 3.27 
1.14 
7 
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Table 7. (Continued) 
Competency Area/ 
Competency in Extension n 
ATs Super.isors 
Mean^ Mean^ 
S.D. Rank n S.D. Rank 
Be well informed about 183 
available sources of 
information both within and 
outside the Department 
Use selected teaching 184 
techniques (result 
demonstrations, method 
demonstrations, lecture, 
individual instruction) 
110 8 41 320 11 
1.29 1.10 
333 6 41 3.44 4 
1.00 0.95 
Employ group techniques 185 
(buzz session, brainstorming, 
debate, general discussion, 
panel discussion, role 
playing, group projects, 
symposium, formal group 
meetings) 
Prepare and use visual aids 186 
(handouts and leaflets, 
charts and posters, 
chalkboard, models and real 
objects, bulletin boards 
and exhibits, flannel board 
3.01 10 41 105 13 
1.00 0.99 
3.00 11 41 323 10 
1.17 1.12 
Use educational machines 185 
(slides and film strips, 
overhead projector, audio 
tape recorder, sound and 
motions pictures, video) 
Prepare items to be used 186 
with educational machines 
(slides, overheads or 
transparencies for the 
overhead projector, 
scripts for audio, motion 
picture and video programs) 
3.52 3 41 159 3 
1.00 0.95 
Ifô 2 41 181 2 
0.95 0.77 
I 
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Table 7. (Continued) 
ATs Supervisors 
Competency Area/ Mean^ Mean^ 
Competency in Extension n S.D. Rank n S.D. Rank 
Organize and use community 
resources (field trips and 
tours, resource person(s), 
farmer organizations, 
community organizations and 
groups, advisory committees, 
demonstration farms) 
185 2.95 
1.15 
12 41 3.16 
0.96 
12 
Prepare and use mass media 
techniques (radio, audio 
tapes, newspapers, circular 
letters, public speeches, 
farm shows, agricultural 
campaigns) 
186 3.02 
1.08 
9 41 3.26 
0.87 
8 
Carry out effective farm 
and home visits 
180 2.95 
1.35 
13 41 3.24 
1.26 
9 
Increase public speaking 
ability 
177 3.75 
1.19 
1 38 3.97 
1.15 
1 
Extension teaching 
Develop an educational/ 
teaching plan based on 
the analysis of the 
situation, the problems 
encountered and the 
needs of the audience 
(farmers/homemakers) 
186 3.60 
1.11 
1 41 4.05 
0.89 
1 
Decide the purpose and 
thrust of a teaching 
activity 
185 3.44 
1.15 
6 41 3.63 
1.14 
8 
Collect and study 
references and 
information dealing with 
the topic to be taught 
184 3.50 
1.19 
5 41 3.73 
1.12 
3 
Organize meaningful 
learning situations 
185 3.50 
1.08 
4 41 3.76 
1.09 
2 
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Table 7. (Continued) 
Competency Area/ 
Competency in Extension n 
ATs Supervisors 
Mean^ Mean^ 
S.D. Rank n S.D. Rank 
Organize meaningful 
learning experiences 
185 3.57 
1.13 
2 41 3.68 
1.11 
4 
Develop measurable 
educational / teaching 
objectives to guide 
your teaching 
185 3.52 
1.09 
3 41 3.63 
1.04 
7 
Develop and collect 
instructional materials 
to be used for a 
teaching activity 
185 3.36 
1.29 
8 41 3.49 
1.14 
11 
Select appropriate 
teaching procedures to 
ensure learner under­
standing, motivation 
and practice 
184 3.33 
1.22 
9 41 3.63 
0.99 
6 
Discover the character­
istics of adults as 
learners 
185 3.18 
1.32 
12 41 159 
1.10 
9 
Select and use 
appropriate teaching-
learning procedures to 
promote the learning of 
adults 
186 3.27 
1.24 
10 41 3.68 
1.15 
5 
Arrange for the use of 
equipment, land, crops, 
supplies, transport, 
resource persons, field 
trips, and other 
essential resources 
185 3.36 
1.26 
7 41 3.44 
1.14 
12 
Explain complex technical 
terms to farmers/ 
homemakers in simple 
language 
185 3.21 
1.25 
11 41 3.56 
1.10 
10 
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Table 7. (Continued) 
Competency Area/ 
Competency in Extension n 
ATs Supervisors 
Mean^ Mean^ 
S.D. Rank n S.D. Rank 
Evaluation of extension 
programs and activities 
Thoroughly understand the 183 
principles and procedures 
for evaluating extension 
programs and activities 
Use formal information 185 
gathering techniques 
(survey questiormaire, 
interviews, advisory 
committees, case studies) 
Use informal information 183 
gathering techniques 
(observations, informal 
group meetings, discussions) 
Establish a list of factors 183 
by which the success or 
failure of an extension 
activity or program can be 
evaluated 
Monitor extension program 185 
activities and make 
necessary adjustments 
Analyze and interpret 183 
findings from evaluation 
activities 
Review and modify extension 185 
activities and programs 
based on the findings 
from evaluation activities 
Perform evaluation of 185 
extension programs on an 
annual basis 
3.61 1 41 183 
1.17 0.92 
104 8 41 3.32 8 
1.16 1.02 
2.81 9 41 3.06 9 
1.18 1.16 
3J9 6 41 3.59 2 
1.28 1.02 
3.20 5 41 144 6 
1.14 1.27 
118 7 41 3.54 4 
1.15 1.00 
3.32 2 41 3.59 3 
1.19 1.10 
3.32 3 41 3.51 5 
1.22 1.10 
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Table 7. (Continued) 
ATs Supervisors 
Competency Area/ Mean^ Mean^ 
Competency in Extension n S.D. Rank n S.D. Rank 
Prepare and compile reports 184 3.27 4 40 3.33 7 
on the findings or 1.25 1.21 
evaluation activities 
Communicate evaluation 183 2.74 10 41 2.86 10 
information to various 1.19 1.08 
clientele (Sabah Dept. of 
Agric. leaders/senior 
officers, political leaders, 
farmer or community leaders, 
agric. organizations and 
agencies) 
Social values and structure 
Determine the social 182 3.04 2 41 3.29 3 
structure of a village, 1.25 1.10 
community, or district 
Identify the leadership 183 2.88 5 41 3.07 7 
pattern existing in a 1.26 1.27 
village or community 
Visit and become acquainted 183 2.81 6 41 3.12 6 
with community leaders and 1.29 1.14 
community members 
Familiarize one's self with 184 2.78 7 41 3.24 4 
the value, beliefs, norms, 1.28 1.20 
attitudes and aspirations 
of people 
Establish working and 185 2.93 4 41 3.17 5 
cooperative relationships 1.32 1.32 
with individual farmers/ 
homemakers and farmer/ 
homemaker groups 
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Table 7. (Continued)) 
Competency Area/ 
Competency in Extension n 
ATs Supervisors 
Mean^ Mean^ 
S.D. Rank n S.D. Rank 
Participate in community 
organizations and events 
185 2.52 
1.26 
9 41 2.68 
1.29 
9 
Utilize channels of 
communications existing 
within a community 
183 2.74 
1.25 
8 41 2.95 
1.32 
8 
Identify factors that 
can influence farmers/ 
homemakers to become 
involved 
183 3.03 
1.28 
3 41 3.37 
1.22 
2 
Influence farmers/ 
homemakers to accept change 
178 3.26 
1.31 
1 41 3.49 
1.21 
1 
Personal development 
Identify opportunities for 
profession^ development 
185 3.49 
1.26 
3 40 3.80 
0.79 
1 
Attend and actively 
participate in relevant 
inservice training 
activities available to you 
185 3.58 
1.26 
1 40 3.70 
1.04 
2 
Evaluate personal strengths 
and weaknesses as an 
extension agent 
183 3.41 
1.33 
4 40 3.63 
1.17 
3 
Collect and use professional 
and technical publications 
to update and aid 
professional growth 
183 3.55 
1.21 
2 41 3.59 
1.12 
4 
Share information and 
relevant literature with 
other colleagues 
184 2.95 
1.33 
5 41 3.20 
1.35 
5 
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of 2.50 to 3.49 which was the level for "moderate need for more training." These three 
highest rated competencies, however, were rated second, fifth, and eighth highest by 
extension supervisors with mean ratings of 3.61, 3.44, and 3.27, respectively. The 
second highest rated competency thus stood within the range of 3.50 to 4.49 which was 
the level for "high need for more training," while both the fourth and seventh rated 
competencies stood within the range of 2.50 to 3.49 which was the level for "moderate 
need for more training." In all, fifteen of the sixteen competencies in this area received 
mean ratings which stood in the range of 2.50 to 3.49 which was the level for "moderate 
need for more training." Only the highest rated competency, mentioned earlier, stood 
in the level of "high need for more training." 
A wider discrepancy in rating between perceptions of ATs and those of 
extension supervisors seemed to appear in the area of "program planning and 
development." The competency rated the highest by ATs, "organize effective program 
planning committees" received a mean rating of 3.39 which stood in the range of 2.50 
to 3.49 and entered into the level of "moderate need for more training." This 
competency was perceived as the third highest rated by extension supervisors. 
However, this competency received a higher mean rating of 3.49, but remained in the 
same level of "moderate need for more training." The second highest rated 
competency by ATs, "study agricultural survey carried out in Sabah" which received a 
mean rating of 3.31 was rated thirteenth highest by extension supervisors which 
provided a mean rating of 3.12. Both mean ratings, however, stood in the range of 2.50 
to 3.49 and thus entered into the level of "moderate need for more training." The third 
highest rated competency by ATs, "develop short and long term program goals and 
objectives" was rated sixth highest by the extension supervisors. Both mean ratings 
which were 3.28 and 3.42 respectively also stood in the range of 2.50 to 3.49 and hence 
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fell into the level of "moderate need for more training." All competencies rated by ATs 
received mean ratings between 2.50 to 3.49 which was the level of "moderate need for 
more training." The three highest rated competencies by extension supervisors in this 
area, "conduct a need or problem assessment of your assigned extension area," "relate 
national/state objectives to extension programs," and "organize effective program 
planning committees" stood in the range of 3.50 to 4.49 which was the level of "high 
need for more training." All the remaining competencies stood in the range of 2.50 to 
3.49 which was the level of "moderate need for more training." 
Interestingly, the perceptions of both ATs and extension supervisors appeared 
to be somewhat similar in the "extension communications and teaching methods" 
competency area. Both groups perceived "increase public speaking ability," "prepare 
items to be used with educational machines (slides, overheads or transparencies for 
overhead projectors, and scripts for audio, motion picture and video programs)," and 
"use educational machines (slides and filmstrips, overhead projector, audio tape 
recorder, sound and motion pictures, video)," in that order, as the top three 
/^r\mr>otAnr»T<aç fnr t-roini-nrr AT'c ' I 'h o VïinVioçt an t 
mean ratings of 3.75 from ATs and 3.97 from extension supervisors. Both mean ratings 
stood in the range of 3.50 to 4.49 (high need for more training). The second highest 
rated competency received mean ratings of 3.62 from ATs and 3.81 from extension 
supervisors. Both mean ratings also stood in the same range as the second highest 
ranked competency, and hence fell in the same level of training needs (high need for 
more training). The third highest rated competency received mean ratings of 3.52 and 
3.59 from ATs and extension supervisors, respectively. Both mean ratings, too, stood in 
the same range as the first and second highest ranked competencies, and hence fell 
into the same level of training needs (high need for more training). The remaining 
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competencies perceived by both ATs and extension supervisors in this area were in the 
range of 2.50 to 3.49 (moderate need for more training). 
A narrow gap of rating was also observed in the "extension teaching" area. Both 
the ATs and extension supervisors perceived "develop an educational/teaching plan 
based on the analysis of the situation, the problems encountered and the needs of the 
audience" as the highest rated competency for training of ATs in this area. This 
competency received mean ratings of 3.60 and 4.05 from the ATs and extension 
supervisors, respectively. Both mean ratings stood in the 3.50 to 4.49 range (high need 
for more training). The second highest rated competency perceived by the ATs, 
"organize meaningful learning experiences" was perceived as fourth highest rated by 
extension supervisors, and received mean ratings of 3.57 and 3.68 from the ATs and 
extension supervisors, respectively. Even though this competency received different 
ratings, its mean rating fell within the same range of 3.50 to 4.49 (high need for more 
training). The third highest rated competency perceived by the ATs, "develop 
measurable educational/teaching objectives to guide your teaching" rated seventh 
highest as perceived by the extension supervisors for training of ATs. Mean ratings 
received by this competency were 3.52 and 3.63 respectively. Both mean ratings fell 
within the range of 3.50 to 4.49 (high need for more training). Overall, five tasks in this 
competency area perceived by ATs were between the range of 3.50 to 4.49 (high need 
for more training) and the remaining were in the range of 2.50 to 3.49 (moderate need 
for more training). Ten of these competencies perceived by extension supervisors, 
meanwhile, were in the range of 3.50 to 4.49 (high need for more training). The 
remaining two competencies were within the range of 2.50 to 3.49 (moderate need for 
more training). 
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în the competency area of "evaluation of extension programs and activities," a 
somewhat narrow gap of ratings was also observed. Both the ATs and extension 
supervisors perceived "thoroughly understand the principles and procedures for 
evaluating extension programs and activities" as the top competency for which training 
is needed. This competency received mean ratings of 3.61 from the ATs and 3.83 from 
the extension supervisors. Both mean ratings were within the range of 3.50 to 4.49 
(high need for more training). The second highest rated competency perceived by 
ATs, "review and modify extension activities and programs based on the findings from 
evaluation activities," meanwhile, was third highest rated by extension supervisors. 
This competency received mean ratings of 3.32 and 3.59 from the ATs and extension 
supervisors, respectively. The mean rating perceived by the ATs was within the range 
of 2.50 to 3.49 (moderate need for more training) whereas the one perceived by the 
extension supervisors was within the range of 3.50 to 4.49 (high need for more 
training). The third highest ranked task, "perform evaluation of extension programs on 
an annual basis" perceived by the ATs was fifth highest rated competency as perceived 
by the extension supervisors. The competency received mean ratings of 3.32 and 3.51 
from the ATs and extension supervisors, respectively. These mean ratings stood within 
the range of 2.50 to 3.49 (moderate need for more training) for the ATs, and 3.50 to 
4.49 (high need for more training) for the extension supervisors, respectively. With the 
exception of the highest rated competency, all other competencies in this area as 
perceived by the ATs were in the range of 2.50 to 3.49 (moderate need for more 
training). The five highest rated competencies perceived by extension supervisors in 
this area, meanwhile, received mean ratings which were in the range of 3.50 to 4.49 
(high need for more training). The remaining competencies were in the range of 2.50 
to 3.49 (moderate need for more training). 
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Similarly, a narrow gap of rating also appeared to exist in the "social values and 
structure" area. Both the ATs and extension supervisors perceived "influence 
fanners/homemakers to accept change" as the highest rated competency for training of 
ATs. The second highest rated competency, "determine the social structure of a 
village, community, or district" perceived by the ATs was perceived as the third highest 
rated competency by the extension supervisors. The third highest rated competency, 
"identify factors that can influence farmers/homemakers to become involved" 
perceived by the ATs was rated second highest by the extension supervisors needed for 
training of ATs. All competencies in this area either perceived by the ATs or the 
extension supervisors were in the range of 2.50 to 3.49 (moderate need for more 
training). 
As indicated by their means, "attend and actively participate in relevant 
inservice training available to you," "collect and use professional and technical 
publications to update and aid professional growth," and "identify opportunities for 
professional development" were perceived as first, second, and third highest rated 
competencies, respectively, by the ATs needed in their training in the area of "personal 
development." These ratings differed from those perceived by the extension 
supervisors. The competencies were ranked as second, fourth, and first highest, in that 
order, by the extension supervisors instead. The two highest rated competencies 
perceived by the ATs were in the range of 3.50 to 4.49 (high need for more training), 
and the remaining were in the range of 2.50 to 3.49 (moderate need for more training). 
The four highest rated competencies perceived by the extension supervisors in this area 
were in the range of 3.50 to 4.49 (high need for more training), and the remaining one 
competency was in the range of 2.50 to 3.49 (moderate need for more training). 
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The perceptions of the ATs and those of the extension supervisors regarding the 
training needs of ATs in the Sabah State Department of Agriculture appeared to be 
somewhat different as indicated by the means and ranking of those means. These 
statistical differences are addressed in the information related to the next research 
objectives. 
Comparisons of Perceived Training Needs 
Another major objective of this study was to compare the ATs' perceived 
training needs and the extension supervisors' perceived training needs of ATs in the 
major professional competency areas of agricultural extension related to the 
educational process. 
Comparisons of the perceptions of the ATs and extension supervisors on the 
training needs of ATs were performed using r-tests, and the results are shown in 
Table 8. The r-values and the two-tailed probability values revealed that no 
statistically significant differences existed between the perceptions of the ATs and 
extension supervisors in regard to the training needs of the ATs in any of the seven 
major areas and the composite measure at the 0.05 level of significance. 
Comparisons of Perceived Importance 
A third objective of the study was to compare the ATs' perceived importance to 
extension and the extension supervisors' perceived importance to extension of the 
major professional competency areas of agricultural extension related to the 
educational process. 
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Table 8. Comparison of perceptions held by extension personnel regarding the 
training needs of ATs in the major professional competency areas of 
agricultural extension 
Competency 
Area in Extension 
ATs 
Mean^ 
< n 
Supervisors 
Mean^ 2-tailed 
n S.D. r-value probability (p) 
Extension organization 
and administration 
Program planning and 
development 
Extension communi­
cations a 
methods 
nd teaching 
Extension teaching 
Evaluation of 
extension programs 
and activities 
Social values and 
structure 
Personal development 
Composite 
186 
186 
186 
186 
186 
185 
186 
186 
3.23 
&97 
0.95 
3.17 
0.90 
3.41 
(199 
3.04 
1.03 
2.89 
1.14 
3.40 
1.11 
3.17 
(189 
41 
41 
3.19 
(192 
3.28 
0.86 
3.31 
0.84 
41 166 
0.86 
41 126 
0.94 
41 115 
1.10 
41 160 
0.91 
41 IH 
0.82 
-0.21 
0.82 
0.89 
1.50 
1.29 
1.35 
1.10 
0.97 
a83 
0.41 
038 
0.14 
(120 
0.18 
0.27 
0.33 
^Scale for calculating means: 5 = very high need for more training 
4 = high need for more training 
3 = moderate need for more training 
2 = slight need for more training 
1 = no need for more training 
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Comparisons of the perceptions of the ATs and extension supenasors on the 
importance to extension of the seven major professional competency areas of 
agricultural extension related to the educational process were also performed using t-
tests, and the results are shown in Table 9. The f-values and the two-tailed probability 
values revealed that significant differences existed at the 0.05 level of significance in 
the areas of "extension organization and administration" and "evaluation of extension 
programs and activities." The perceptions of the extension supervisors were 
significantly higher than the ATs in both areas. All the seven areas received mean 
ratings between 2.50 and 4.49 which covers the levels of "moderately important" and 
"important." 
Relationships of Selected Factors 
A fourth objective of the study was to investigate the relationships between 
demographic characteristics: age; length of service in extension; and divisional 
location of the ATs and their perceived training needs. 
Computations of Pearson product-moment correlation coefficients (r) were 
performed to determine if significant correlations existed between age of the ATs and 
their perceptions on the levels of training needed in the seven major professional 
competency areas of agricultural extension related to the educational process. Results 
of the computations are presented in Table 10. As the Pearson product-moment 
coefficients and the two-tailed probability (p) values indicated, no significant 
correlations existed between the age of ATs and their perceptions on the level of 
training needed in the seven major professional competency areas of agricultural 
extension at the 0.05 level of significance. 
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Table 9. Comparison of perceptions held by extension personnel regarding the 
importance to extension of the major professional competency areas of 
agricultural extension 
Competency 
Area in Extension n 
ATs 
Mean^ 
S.D. 
Supervisors 
Mean^ 
n S.D. 
2-tailed 
f-value probability (p) 
Extension organization 186 
and admimstration 
Program planning and 186 
development 
Extension communi- 186 
cations and teaching 
methods 
Extension teaching 186 
Evaluation of 186 
extension programs 
and activities 
Social values and 186 
structure 
Personal development 185 
Composite 186 
4.28 
0.43 
4.00 
0.50 
3.91 
0.48 
41 
0.51 
3.86 
0.52 
4.06 
0.52 
41 
41 
0.58 
4.02 41 
4.45 
0.36 
41 4A4 
0.39 
3.97 
0.38 
4.23 41 4.25 
0.49 
41 406 
0.45 
4.20 
0.55 
4.34 41 4.36 
0.42 
0.53 
4.13 
0.34 
2J0' 
1.77 
OJô 
0.20 
2.21* 
1.50 
0.17 
1.47 
0.02 
0.08 
0.45 
(185 
0.03 
0.14 
(186 
0.14 
^Scale for calculating means: 5 = very important 
4 = important 
3 = moderately important 
2 = slightly important 
1 = not important 
^Significant at a = 0.05 level 
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Table 10. Correlations between age and perceptions of ATs on training needs in the 
major professional competency areas of agricultural extension 
Competency 2-tailed 
Area in Extension n Correlation (r) probability (p) 
Extension organization and 
administration 
185 -0.074 0.320 
Program planning and 
development 
185 -0.099 0.178 
Extension communications 
and teaching methods 
185 -0.073 0326 
Extension teaching 185 -0.090 0.223 
Evaluation of extension 
programs and activities 
185 -0.121 0.100 
Social values and structure 184 -0.064 0.385 
Personal development 185 -0.052 0.486 
Computations of Pearson product-moment correlation coefficients (r) were 
similarly performed to determine if a significant correlation existed between length of 
service in extension of the ATs and their perceptions on the level of training needed in 
the seven major professional competency areas of agricultural extension. Results of 
the computations are presented in Table 11. The Pearson product-moment correlation 
coefficients and the two-tailed probability (p) also revealed that no significant 
correlations existed between length of service in extension and perceptions on the 
levels of training needed in the seven major areas of agricultural extension at the 0.05 
level of significance. 
The State of Sabah is administratively divided into five divisions. The ATs were 
grouped according to these administrative divisions when comparing perceptions of 
different groups in different divisions. One-way analysis of variance was utilized to test 
for significant differences in these perceptions. Scheffé and Duncan tests were used to 
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Table 11. Correlations between length of service in extension and perceptions of 
ATs on training needs in the major professional competency areas of 
agricultural extension 
Competency 
Area in Extension n Correlation (r) 
2-taiIed 
probability (p) 
Extension organization and 
administration 
173 0.054 0.484 
Program planning and 
development 
173 0.025 0.747 
Extension communications 
and teaching methods 
173 0.054 (1483 
Extension teaching 173 (1068 0.377 
Evaluation of extension 
programs and activities 
173 0.030 (1696 
Social values and structure 172 0.015 (1845 
Personal development 173 -0.013 (1862 
locate the source of differences in the perceptions when significance at the 0.05 level 
was observed. The outcomes of the analysis are presented in Table 12. The F-values 
indicated significant differences in the perceptions of the divisional groups of ATs on 
their needs for training in six of the seven major areas of agricultural extension. 
Highly significant differences (0.01 level) were observed in the areas of 
"extension organization and administration," and "social values and structure." In the 
area of "extension organization and administration," the Scheffé test revealed that 
differences existed between the perceptions of ATs (as indicated by the group means) 
in the West Coast (Group 1), Sandakan (Group 3) and Interior Divisions (Group 5). 
The perceptions of the ATs in the West Coast and Sandakan Divisions were higher 
Table 12. Comparison of perceptions held by agricultural technicians (ATs) regarding their training needs in the 
major professional competency areas of agricultural extension between the five administrative divisions 
Competency 
Area in extension 
Group 1'^. 
n Mean 
S 10. 
Group 2" 
n Mean^ 
SID. 
Group 3^ 
n ivfean^ 
S.D. 
Grout) 4'^ 
n Mean 
S.D. 
Group 5^ 
n Mean' 
S.D. 
F-value F-probability 
Extension organization 59 135 28 138 23 3.82 19 3.19 57 :180 5.86" 0.00 
and administration 0.85 0.85 0.89 1.08 0.98 
Program planning 59 3JH 28 3.31 23 3.58 19 3J3  57 2.85 2.97* 0.02 
and development 0.86 0.78 1.12 1.16 0.89 
Extension communications 59 3.19 28 3.41 23 3.50 19 3.15 57 2.90 :L69* 0.03 
and teaching methods (189 0.65 1.12 1.00 (184 
Extension teaching 59 3.39 28 3.57 23 3.61 19 133 57 328 0.71 0.59 
&98 0.81 1.23 1.12 0.93 
Evaluation of extension 59 3.10 28 3.24 23 3.52 19 2.93 57 2.71 3.19* 0.02 
programs and activities 1.00 0.91 1.21 1.16 0.92 
Social values and 59 2.87 28 325 23 3.39 19 2.83 56 2.55 3.27** 0.01 
structure 1.06 0.92 1.31 1.35 1.07 
Personal development 59 3.43 28 3.66 23 3.87 19 3.23 57 Z75* 0.03 
0.96 1.11 1.11 1.37 1.08 
Composite 59 3.20 28 3.38 23 3.58 19 3.12 57 2.87 :L37** 0.01 
0.84 0.68 1.08 1.07 0.81 
f Group 1 
Group 2 
^Group 3 
Group 4 
^Group 5 
ATs in the West Coast Division 
ATs in the Kudat Division 
ATs in the Sandakan Division 
ATs in the Taw an Division 
ATs in the Interior Division 
' significant a'l a - 0.05 level; 
f Scale for calculating means; 
5 = very high need for more training 
4 = high need for more training 
3 = moderate need for more training 
2 = slight need for more training 
1 = no need for more training 
significant at a - 0.01 level 
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than those in the Interior Division. However, all the three group means were within 
the range of 2.50 to 3.49 (moderate need for more training). In the area of "social 
values and structure," the Duncan test revealed that differences existed between the 
perceptions of ATs in the Kudat, Sandakan and Interior Divisions. The perceptions of 
the ATs in the Kudat and Sandakan Division were higher than those in the Interior 
Division. However, all the three group means were within the range of 2.50 to 3.49 
(moderate need for more training). 
Significant differences (0.05 level) existed in the perceptions of ATs on their 
needs for training in four other areas: "program planning and development," "extension 
communications and teaching methods," "evaluation of extension programs and 
activities," and "personal development." The Scheffé and Duncan tests indicated that 
differences existed between the perceptions of ATs in the Kudat, Sandakan, and 
Interior Divisions in those four areas of agricultural extension. The perceptions of ATs 
in the Kudat and Sandakan Divisions were significantly higher than those in the 
Interior Division. At this level of significance, differences did not exist between the 
perceptions of ATs in the West Coast and those in the Kudat Division, between those 
in ihe West Coast and those in the Sandakan Division, between those in the West 
Coast and those in the Interior Division, between those in the Tawau and in the Kudat 
Division, between those in the Tawau and in the Sandakan Division, and between 
those in the Tawau and in the Interior Division. 
In the area of "extension teaching," the Scheffé and Duncan tests revealed that 
differences did not exist between the perceptions of ATs in all five administrative 
divisions. 
Composite means were also computed for the seven major professional 
competency areas of agricultural extension. The one-way analysis of variance of the 
103 
composite area yielded a statistically significant difference at the C.Ol level. The 
Scheffé and Duncan tests revealed that the difference existed between the perceptions 
of ATs in the Kudat, Sandakan, and Interior Divisions. The perceptions of ATs in the 
Kudat and Sandakan Divisions were significantly higher than those in the Interior 
Division. The group means of perceptions of ATs in the Sandakan Division were 
within the range of 2.50 to 4.49 (high need for more training) whereas the group means 
of perceptions of ATs in the Kudat and Interior Divisions were within the range of 2.50 
to 3.49 (moderate need for more training). Significant differences did not exist 
between perceptions of ATs in the West Coast and in the Kudat Division, between 
those in the West Coast and in the Sandakan Division, between those in the West 
Coast and in the Interior Division, between those in the Tawau and in the Kudat 
Division, between those in Tawau and in the Sandakan Division, and between those in 
the Tawau and in the Interior Division. 
Preferred Delivery Methods 
A fifth objective of the study focused on determining the preferred delivery 
methods in the inservice training for ATs as perceived by the ATs and their extension 
supervisors. 
The ATs were asked to indicate their preferences in the selected delivery 
methods in inservice training which were being practiced or deemed suitable to be 
adopted by the Sabah State Department of Agriculture. Means and standard 
deviations (S.D.) of the ATs' perceptions were calculated on a scale of 1 to 5 for the 
seven identified delivery methods. These means and standard deviations, along with 
the rankings are presented Table 13. The researcher used the mean scores to ran'-. 
the identified delivery methods. 
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Table 13. Means, standard deviations, and rankings of perceptions held by 
extension personnel regarding the preference in the delivery methods 
for inservice training or ATs 
ATs Supervisors 
Delivery method^ n Mean" Rank n Mean^ Rank 
S.D. S.D. 
A 185 3.81 
0.89 
2 41 3.88 
0.90 
2 
B 184 3.88 
0.89 
1 41 3.59 
0.89 
5 
C 183 3.65 
0.89 
5 41 3.71 
0.98 
4 
D 184 3.58 
1.13 
6 40 3.03 
1.07 
6 
E 183 2.93 
1.14 
7 41 2.76 
1.24 
7 
F 184 3.76 
0.89 
3 41 3.98 
1.01 
1 
G 178 3.75 
0.87 
4 39 3.87 
0.92 
3 
^Delivery method 
A = Fortnightly/biweekly training {Vi to 1 day) conducted at each district 
once in every two weeks as what has been practiced under the T & V 
Extension System. 
B = Centralized short-term courses/workshops (a few days up to 2 weeks) 
conducted at the Sabah Agricultural Training Center (ATC) in Timbang 
Menggaris, Kota Belud District or the Extension Special Unit (ESU) at 
Tuaran District. 
C = Centralized short-term courses/workshops (a few days up to 2 weeks) at 
divisional (regional) level conducted at a Divisional Agricultural Office 
or a Divisional/Regional Rural Training Center (RTC). 
D = Centralized long-term courses/workshops (more than 2 weeks) 
conducted at the Sabah Agricultural Training Center (ATC) at Timbang 
Menggaris, Kota Belud District. 
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Table 13. (Continued) 
E = An individualized style of learning through correspondence courses. 
F = Educational programs on video cassette tapes. 
G = Educational programs on closed-circuit television via satellite — 
educational programs are to be transmitted from a transmitting center 
such as the Sabah Agricultural Training Center (ATC) or Extension 
Special Unit (ESU) to a communications satellite in space and then 
beamed to television rece'v^rs at each district agricultural office all over 
the state. 
^Scale for calculating means: 5 = very high preference 
4 = high preference 
3 = moderate preference 
2 = slight preference 
1 = no preference 
The means and standard deviations of the perceived preference of the ATs 
ranged from 2.93 to 3.88 and from 0.89 to 1.14, respectively. The delivery method with 
the highest rating was "centralized short-term courses/workshops (a few days up to two 
weeks) conducted at the Sabah Agricultural training Center (ATC) or the Extension 
Special Unit (ESU)" with a mean rating of 3.88. Tlie lowest rated delivery method was 
"correspondence courses" with a mean rating of 2.93. This delivery method also had 
the highest variability with a standard deviation of 1.14. All delivery methods, with the 
exception of the lowest rated, received mean ratings between 3.50 to 4.49 which was 
the level for "high preference." The lowest rated delivery method was between 2.50 to 
3.49 which was the level for "moderate preference." 
The means and standard deviations of the perceived preference of the extension 
supervisors, meanwhile, ranged from 2.76 to 3.98 and from 0.89 to 1.24 respectively. 
The highest rated delivery method was "educational programs in video cassette tapes." 
The lowest rated delivery method was also "correspondence courses" with a mean 
rating of 2.76. All delivery methods, with the exception of the sixth and seventh lowest 
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rated, received mean ratings between 3.50 and 4.49 (high preference). The sixth and 
seventh lowest rated delivery methods received mean ratings between 2.50 and 3.49 
(moderate preference). The seventh lowest rated delivery method also had the highest 
variability with a standard deviation of 1.24. These findings revealed that there was 
somewhat a wide discrepancy in the ratings between those of the perceived preference 
of the ATs and the extension supervisors. 
Comparisons Related to Delivery Methods 
The sixth objective of the study was to compare the ATs' perceived preference 
and the extension supervisors' perceived preference in the delivery methods in 
inservice training for ATs. 
Comparisons of the perceived preferences were performed using Mests, and the 
results observed are shown in Table 14. The f-values and the two-tailed probability (p) 
values revealed that a statistically significant difference existed at the 0.01 level of 
significance in only one delivery method, "centralized long-term courses/workshops 
(more than two weeks) conducted at the Sabah Agricultural Training Center ATC)". 
The perceived preferences of the ATs were significantly higher than those of the 
extension supervisors for this delivery method. 
Summary 
The largest group among ATs (31.2 percent) were between 36 and 40 years of 
age, and the largest group among the extension supervisors (34.1 percent) were 
between 31 and 35 years of age. Over one-quarter (25.3 percent) of ATs had been 
involved in extension service between 16 and 20 years, whereas the largest group 
among extension supervisors (29.3 percent) had been involved only between 6 and 10 
years. 
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Table 14. Comparison of perceptions held by extension personnel regarding the 
preference in the delivery methods for inservice training of ATs 
ATs Supervisors 
Delivery method^ n mean" n mean" /-value 2-tailec 
S.D. S.D. probability (p) 
A 
00 
3.81 
0.89 
41 3.88 
0.90 
0.47 0.64 
B 184 3.88 
0.89 
41 3.59 
0.89 
-1.89 0.06 
C 183 3.65 
0.89 
41 3.71 
0.98 
(136 0.72 
D 184 3.58 
1.13 
40 3.03 
1.07 
<L85 0.01" 
E 183 2.93 
1.14 
41 2.76 
1.24 
-0.89 0.38 
F 184 3.76 
0.89 
41 3.98 
1.01 
1.37 0.17 
G 178 3.75 
0.87 
39 3.88 
0.92 
0.80 0.42 
^Delivery method 
A = Fortnightly/biweekly training (V2 to 1 day) conducted at each district 
once in every two weeks as what has been practiced under the T & V 
Extension System. 
B = Centralized short-term courses/workshops (a few days up to 2 weeks) 
conducted at the Sabah Agricultural Training Center (ATC) in Timbang 
Menggaris, Kota Belud District or the Extension Special Unit (ESU) at 
Tuaran District. 
C = Centralized short-term courses/workshops (a few days up to 2 weeks) at 
di'/isional (regional) level conducted at a Divisional Agricultural Office 
or a Divisional/Regional Rural Training Center (RTC) 
D = Centralized long-term courses/workshops (more than 2 weeks) ^  
conducted at the Sabah Agricultural Training Center (ATC) at limbang 
Menggaris, Kota Belud District. 
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Table 14. (continued) 
E = An individualized style of learning through correspondence courses. 
F = Educational programs on video cassette tapes. 
G = Educational programs on closed-circuit television via satellite — 
educational programs are to be transmitted from a transmitting conter 
such as the Sabaii Agricultural Training Center (ATC) or Extension 
Special Unit (ESU) to a communications satellite in space and then 
beamed to television receivers at each district agricultural office all over 
the state. 
^Scale for calculating means: 5 = very high preference 
4 = high preference 
3 = moderate preference 
2 = slight preference 
1 = no preference 
**Significant at a = 0.01 level 
The mean scores of perceptions of ATs and extension supervisors on the 
training needs of ATs were used to rank the seven major professional competency 
areas of agricultural extension. Practical differences were observed between the 
ratings of the perceptions of ATs and the perceptions of extension supervisors. 
However, no statistically significant differences were observed between the perceptions 
of ATs and extension supervisors in regard to the training needs of ATs in the seven 
major professional competency areas. 
Comparison of the perceptions of ATs and extension supervisors on the 
importance to extension of the seven major professional competency areas of 
agricultural extension revealed that statistically significant differences existed in two 
areas. Perceptions of extension supervisors were significantly h'gher than those of the 
ATs in these two areas. 
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There were no relationships (correlations) observed between either age or 
length of service in extension and the perceptions of ATs and their needs for training 
in any of the seven identified professional competency areas. When tested for any 
significant difference in perceptions of divisional groups of ATs in the five 
administrative divisions of the State of Sabah, signifîcant differences were observed 
between the perceptions of certain groups in most of the seven major areas. 
In terms of perceptions on the delivery methods for inservice training of ATs, 
discrepancies were observed between ratings of preferences of ATs and extension 
supervisors. However, comparison between the perceived preferences of the ATs and 
the extension supervisors revealed that a statistically significant difference existed in 
only one delivery method. The following chapter will be devoted to discussing the 
findings in this chapter. 
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CHyÂPTER V. DISCUSSION OF FINDINGS 
The overall purpose of this study was to identify areas of inservice training 
needs of Agricultural Technicians (ATs) as perceived by the ATs themselves and their 
supervisors in each of the districts in the State of Sabah in Malaysia. The study was 
specifically designed to: 1) determine the inservice training needs of ATs as perceived 
by the ATs and their extension supervisors; 2) determine if there was a relationship 
between the ATs' perceived training needs and the extension supervisors' perceived 
training needs of ATs in the major professional competency areas of agricultural 
extension related to the educational process; 3) determine if there was a relationship 
between the ATs' perceived importance to extension and the extension supervisors' 
perceived importance to extension of the major professional competency areas of 
agricultural extension related to the educational process; 4) investigate the 
relationships between demographic characteristics: age, length of service in extension, 
and divisional location of the ATs and their perceived training needs; 5) determine the 
preferred delivery methods in the inservice training for ATs as perceived by the ATs 
and their extension supervisors; and 6) determine if there is a relationship between the 
ATs' perceived preference and the extension supervisors' perceived preference in the 
delivery methods in inservice training for ATs. 
The design of the study was determined to be appropriate and adequate for 
obtaining information and data from selected ATs and extension supervisors in the 23 
districts of the State of Sabah that would allow generalizations to be made reflecting 
the purpose and objectives of this study. The survey questionnaire's high reliability 
Cronbach's alpha scores for each of the seven major professional competency areas 
and the composite (overall) suggested that all competencies within the major 
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professional competency areas related well to each other within each area and overall. 
The same situation was true for the delivery methods. The high alpha scores also 
suggested that the extension personnel tended to respond to items within an area 
similarly to other items in that area. 
Tills chapter will be devoted to discussions on the findings described in Chapter 
IV, implications of the study, and a suggested training model for the ATs. The chapter 
is divided into the following sections: (1) Discussion Relevant to Demographic 
Information; (2) Discussion Relevant to Training Needs; (3) Discussion Relevant to 
Importance to Extension; (4) Discussion Relevant to Relationships between 
Demographic Characteristics and Training Needs; (5) Discussion Relevant to 
Preferred Delivery Methods in înservice Training; (6) Discussion Relevant to 
Implications of the Study; (7) Model of Training for ATs; and (8) Summary. 
Discussion Relevant to Demographic Information 
The average age of the ATs was found to be slightly higher than their 
supervisors. Approximately one-third (35.5 percent) of the ATs indicated their age was 
35 years or younger, whereas more than half (56.0 percent) of the extension supervisors 
reported their age as 35 years or younger. Among the ATs, there was a mixture of 
those recruited long before and those recruited since the implementation of the 
National Extension Project (NEP) in 1979 to adopt the Training and Visit extension 
system, whereas a large majority of the extension supervisors were recruited since the 
adoption of the T & V extension system, many if not most of whom were fresh from 
colleges/universities. 
Somewhat directly related to age was the length of service in extension. The 
average length of service in extension among the ATs was higher than that of the 
extension supervisors. Among the ATs who indicated their length of service in 
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extension, only approximately 26.0 percent indicated 10 years or less, whereas among 
the extension supervisors, more than half (57.9 percent) indicated 10 years or less. The 
fact that a large proportion of the ATs had been in extension work for 10 years or more 
is an indication that many will stay in the job until retirement. In Sabah, to quit a job 
out of job dissatisfaction among ATs is rare because of lack of other job opportunities. 
Most of the ATs were stationed at districts in the West Coast and Interior 
Division of Sabah, not only because a large proportion of districts in the state are 
located in these two divisions, but more importantly is the fact that most of small-
scale/subsistent farmers who receive extension services from the Sabah State 
Department of Agriculture live in these two divisions. Much of the extension activities 
of the department are concentrated in districts in these two divisions. 
Discussion Relevant to Training Needs 
The perceptions of both ATs and extension supervisors in terms of training 
needs of ATs in all seven professional competency areas of agricultural extension were 
more in agreement than disagreement. ATs and supervisors rated similarly in three 
professional competency areas. Only a narrow discrepancy existed in the ratings of the 
remaining four areas. Mean ratings and standard deviations of the perceptions of ATs 
stood about the same as those of extension supervisors for each of the seven 
professional competency areas. Each area was perceived as either "moderately needed 
for more training" or "highly needed for more training." Any differences here may have 
been attributed to several factors; lack of priority, lack of a clear, specific job 
description for ATs, and lack of real understanding of the role and tasks of ATs on the 
part of extension supervisors are three possibilities. 
The rather high perception means and the narrow discrepancy in the ratings 
indicates that all competencies in all the seven professional competency areas of 
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agricultural extension should be included in the training of ATs. However, this should 
be done with some extra caution. Although the competencies in each area were 
perceived moderately to highly needed in the training of ATs, given the various 
constraints of the Sabah State Department of Agriculture, the present working 
conditions, the capacities of ATs, and the needs of clientele, these competencies should 
be prioritized. These priorities might differ from district to district, and from time to 
time. However, three to ten competencies with the highest scores in each area should 
be given the top priority in the training of ATs. 
The findings in this study are in line with the findings of Amba (1986) and 
Randavay (1989). Amba found that the area of highest training needed by agricultural 
extension agents in the Cross River State of Nigeria was "extension teaching methods" 
which included "extension teaching." Randavay, meanwhile, found that the 
professional competency area in which most extension workers in the Western 
Agricultural region of Thailand had the greatest need was in "teaching and 
communicating." 
The findings also revealed that there were no significant differences between 
the perceptions of ATs and extension supervisors regarding the training needs of ATs 
in any of the seven professional competency areas of agricultural extension and in the 
composite (overall). This finding provides more convincing evidence that real training 
needs of the ATs had been identified, and that all the seven professional competency 
areas of agricultural extension related to the educational process which were included 
in this study should be included in inservice training programs for ATs. 
Discussion Relevant to Importance to Extension 
Significant differences between the perceptions of the ATs and extension 
supervisors on the importance to extension were observed in only two of the seven 
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professional competency areas of agricultural extension, "extension organization and 
administration," and "evaluation of extension programs and activities." The ATs 
perceived that both of these areas held a lower importance to extension than did the 
extension supervisors. However, the finding also revealed high perception means and 
low standard deviations of both the perceptions of ATs and extension supervisors. The 
concept of importance of the various areas of agricultural extension is thought to be 
closely related to inservice needs (Brooks, 1982). This finding indicates that all seven 
professional competency areas of agricultural extension should be included in the 
inservice training program for ATs. 
Discussion Relevant to Relationships between Demographic Characteristics 
and Training Needs 
There were no correlations between age and perceptions of ATs on their level 
of training needed in any of the seven professional competency areas of agricultural 
extension related to the educational process. Knowing the situation in the Sabah State 
Department of Agriculture makes this finding less than surprising. The ATs have 
normally joined the department at a young age. They received training mainly in 
technical agriculture just prior to or soon after recruitment. When it comes to training, 
such preservice/induction training was the beginning as well as the end for an AT. 
Due to various constraints, inservice training for field-level extension agents has not 
been given a top priority by the department. After having received pre­
service/induction training, time and opportunity for training was almost over for most 
ATs. This was true, of course, before the era of the T & V extension system. 
When the T & V extension system was implemented, inservice training of ATs 
was put into full gear mainly through biweekly training in each district and 
supplemented by state-level short courses conducted at the department's Agricultural 
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Training Center (ATC). In line with the T & V extension system's approach, however, 
the biweekly training of ATs focused exclusively on technical (subject matter) 
competencies in agriculture or home economics to cater to the needs of clientele 
(farmers/homemakers). There has been Httle weight placed on subjects related to the 
educational process or the so-called "extension methodological/professional 
competencies" to cater exclusively to the needs of the ATs, even though problems in 
those areas have long been realized, and there was room to provide training in these 
areas. The short-term courses for ATs at the Agricultural Training Center (ATC), 
meanwhile, consist of both technical, as well as methodological/professional 
competency areas. Since its inception in 1984, however, the center has managed to 
take in only a limited number of participants for each course (usually one or two) from 
each district, and the number of courses on the teaching process offered to ATs each 
year has been very minimal. The opportunities for inservice training among ATs on 
areas related to the educational process were and still are limited. It is not surprising, 
therefore, that a group of ATs may need the same level of training in teaching even 
though their ages may differ. In other words, an ATs age was less likely a factor that 
would affect or relating to his/her perception on the level of training needed in any of 
these seven professional competency areas of agricultural extension. 
There were also no correlations observed between length of service in extension 
and the perceptions of ATs on their level of training needed in the seven professional 
competency areas of agricultural extension. The same argument presented above goes 
with the length of service in extension of the ATs. Due to the limited opportunities 
available for inservice training in areas related to the educational process, it would, 
therefore, be less likely that the longer the AT had ser/ed in extension, the more 
training he/she had received in those areas. An AT may be more experienced, but this 
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would not necessarily indicate that he/she would also be more knowledgeable or 
skilled in the educational processes for which little training had been given. A group of 
ATs may have served in extension for varied lengths, but they all may have similar 
levels of skill in those areas which they had received inadequate or no training at all. 
Nevertheless, this finding contradicted the findings by Hartley (1977), Kantner (1980), 
Maunder (1972), and Poole (1980), who reported that internal factors such as age and 
experience are often related to the perceived training needs. 
In the analysis of the relationships in the perceptions of ATs among the five 
administrative divisions on their needs for training, significant differences were 
observed in the perceptions of the divisional groups of ATs in six of the seven 
professional competency areas of agricultural extension. Among the five groups, 
perceptions of ATs in the Interior Division were significantly lower than one or more 
of the other four groups. In fact, the ATs in the Interior Division appeared to have the 
lowest need for training in all areas except "extension teaching". 
There may be several factors which contribute to the perceptions of ATs in the 
Interior Division. As the name itself may imply, the Interior Division covers some of 
the most isolated and least developed areas of the state where there are more 
constraints and inadequacies. Inadequate transportation and communication linking 
the ATs with clientele are common. The ATs have to walk for miles to meet clients. 
The problems in this situation were the same as stated by Axirm and Thorat (1972), for 
example, "how to get from one farm demonstration to the next is a worldwide problem 
in extension education" (p. 165). The ATs were working in much harsher conditions. 
In one way or another, job dissatisfaction might be prevalent. Dissatisfaction, in one 
way or another, might have affected perceptions. 
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The ATs have been actively involved in program planning and development 
since the implementation of the T & V extension system. This might make them 
perceive program planning and development as an unnecessary topic for inservice 
education. 
The area of "extension organization and administration" might have been 
perceived as being the responsibility of supervisors. ATs may not perceive that they 
have an organizational and administrative role even though they do. The perception 
may be that these words are "code" for those in charge at higher levels. 
Interestingly, no significant differences were observed between the perceptions 
of the five divisional groups of ATs in the area of "extension teaching" which was rated 
highest by both the ATs and extension supervisors. Regardless of the situation in each 
division, the ATs across all divisions seemed to unanimously perceive the need for 
training in this area. The levels of need for training in this area ranged from 
"moderately needed for more training" to "highly needed for more training." This 
finding supports and further strengthens the findings related to objectives one, two and 
three. 
Discussion Relevant to Preferred Delivery Methods in Inservice Training for ATs 
The mean ratings and standard deviations of the perceptions of ATs stood 
about the same as those of the extension supervisors for each of the seven delivery 
methods. Each delivery method was perceived as either a "moderate preference" or a 
"high preference." 
Interestingly, the lowest rated delivery method by both the ATs and extension 
supervisors and the method with the highest variability was "correspondence courses." 
This delivery method was the last choice of all the identified delivery methods in the 
training of ATs. This delivery method could be perceived not only as more costly and 
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would require more persomiel to handle, but more importantly, requiring each AT to 
study individually at home at the end of each tiring day, would probably be perceived 
as ineffective and difficult to comprehend. This method will probably not be used. 
Significant differences between the perceived preferences of ATs and those of 
the extension in the delivery methods for inservice training of ATs was observed in 
only one delivery method, "centralized long-term courses/workshops (more than two 
weeks) conducted at the Sabah Agricultural Training Center (ATC)." For this delivery-
method, the perceived preference of the ATs for their inservice training was 
significantly higher than those of extension supervisors. No real plausible explanation 
can be offered on this, but one possible explanation is that centralized long term 
courses, due to their longer duration and ATs had to travel a greater distance to attend 
such courses which often all could accommodate only a limited number of participants, 
would certainly incur greater expenditure. To officers who are concerned with budget 
matters such as the extension supervisors, this deliveiy method would very likely be less 
preferred even though it may be advantageous in terms of greater exposure and 
interaction between ATs from all over the state. The findings, meanwhile, should at 
least help in deciding which delivery method is least preferred and not to be included 
in inservice training programs for ATs. 
Discussion Relevant to Implications of the Study 
The findings of this study provide several implications for future training 
programs for ATs in the Sabah State Department of Agriculture. This revealed that 
the seven professional competency areas are important and that ATs need training in 
these areas. Specific training programs are needed in the educational processes. The 
study suggests that there has been a lack of training or priority given to the educational 
process compared to technical subject matter training. The recent awareness by the 
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department for the need for training in educational methods is supported by the 
findings in this study. The department should be committed to move forward to 
develop training programs for ATs in these areas. 
The findings also suggested that factors such as age and length of service in 
extension are of less importance in planning and developing training programs for ATs 
in those areas related to the educational process. Similar training should be provided 
to all ATs regardless of age and/or length of service in extension because of the fact 
that training in the department in these areas has been minimal. Despite some 
differences in the level of needs of ATs in the different administrative divisions of the 
state, the findings revealed that all these areas were needed by the ATs stationed in all 
the administrative divisions of the state. 
To those in the Sabah State Department of Agriculture who deal with the 
planning and development of training programs for ATs, these findings could certainly 
be used as a guide particularly in the planning and development of curriculum and 
training materials. Proper and well-developed curriculum and training materials would 
make training programs more efficient and effective. 
The findings on the preference in the delivery system for inservice training of 
ATs revealed that all of the currently used and most of the nev.'ly suggested delivery 
methods deemed appropriate should be adopted in future training programs for ATs. 
With the inclusion of all seven major professional competency areas of 
agricultural extension and with the continuance and adoption of the presently used and 
newly identified delivery methods, a new inservice training model for the ATs should 
be used. The following section will discuss this new training model. 
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Model of Training for ATs 
The suggested training model for ATs consists of two components: 1) Delivery 
System; and 2) Program Content. 
Delivery Svstem 
The training model, first of all, calls for much closer cooperation between the 
Extension Branch and the Training and Education Branch of the Sabah State 
Department of Agriculture. Staff members of the Extension Special Unit (HSU) 
should work hand in hand with staff members of the Training and Education Branch, 
particularly the teaching staff of the Agricultural Training Center (ATC) to develop a 
new curriculum and the training materials for training programs in the professional 
competency areas of agricultural extension related to the educational process. The 
findings of this study should be used as a guide for the planning and development of 
the curriculum and training materials. 
Once curriculum has been developed, training programs for ATs during any one 
year period may be delivered in a variety of formats as illustrated in Figure 6. This 
system of delivery includes the following: 
1) Fortnightlv/biweeklv training -- These training sessions are one-half to one day 
in length and conducted at each district agricultural office once in every two weeks. 
This procedure has been followed since the implementation of the T & V system. 
These training sessions should be the chief means of continuously upgrading not only 
technical skills, but also professional skills of ATs. Training in professional 
competency areas of agricultural extension related to the educational process should 
be included. If a training session on technical skill is given in the morning, then a 
training session on professional skills related to the educational process should be 
conducted in the afternoon or vice versa. This would be a good way of optimizing the 
DELIVERY SYSTEM FOR INSERVICE TRAINING OF ATs IN THE SAWAII 
STATE DEPARTMENT OF AGRICULTURE 
EXTENSION BRANCH 
EXTENSION SPECIAL UNIT 
(ESU) 
DIVISIONAL/DISTRICT AGRICULTURAL OFFICE 
RURAL TRAINING 
CENTER (RTC) 
TRAINING AND EDUCATION BRANCH 
AGRICULTURAL TECHNICIANS (ATs) 
AGRICULTURAL TRAINING CENTER 
CENTER (ATC) 
B CENTRAI,I ZED 
SHORT-TERM 
COURSES/ 
WORKSHOPS 
• FORTNIGHTLY TRAININGS 
• CENTRALIZED SHORT-TERM 
COURSES/WORKSHOPS 
• VIDEO CASSETTES 
• CLOSED-CIRCUIT TELEVISION 
VIA SATELLITE* 
• CENTRALIZED SHORT-TERM 
COURSES/WORKSHOPS 
• CENTRALIZED LONG-TERM 
COURSES/WORKSHOPS 
• CLOSED-CIRCUIT TELEVISION 
VIA SATELLITE* 
*PROPOSED DEIJVERY METHOD WHICH MAY NOT BE ABLE TO BE IMPLEMENTED DURING THE 
SIXTH MALAYSIAN DEVELOPMENT PLAN PERIOD (1991-1995), BUT WHICH MAY BE POSSIBLE 
IN THE FUTURE. 
Figure 6. Delivery system for inservice training of ATs in the Sabah State Department of Agriculture 
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use of these fortnightly/biweekly training sessions. Facilitators for these training 
sessions should be district extension supervisors or specialists from the Agricultural 
Special Unit (ESU). Since these fortnightly/biweekly training meetings are the main 
form of training for the ATs, other methods of delivery should be treated only as 
supplements. 
2) Centralized short-time courses/workshops (a few days up to two weeks') at the 
Agricultural Training Center (ATO or Extension Special Unit (ESU) complex -- The 
number of participants from each district would be decided by those concerned at the 
ATC and/or ESU, but the selection of participants would be conducted by each 
district. Such courses have already been conducted at the ATC and this can certainly 
be conducted also at the ESU. Facilitators for these courses/workshops can be officers 
of the ESU. The ATC should at least supply the training facilities for 
courses/workshops to te conducted at the center. 
3) Centralized short-term courses/workshops (a few davs up to two weeks') at a 
Divisional Agricultural Office or a Divisional/Regional Rural Training Center CRTO 
- These are courses which can be conducted at the divisional level at a Divisional 
Agricultural Office or a Divisional/Regional Rural Training Center (RTC). Even 
though the RTC has been provided for training young farmers, its facilities can still be 
used for short-term training courses/workshops for ATs, particularly during certain 
times of the year. This method is yet to be implemented. However, when 
implemented, this method should be the next priority after the fortnightly training 
because it can accommodate more participants from all districts in a particular 
division. Facilitators for these courses/workshops can come from the Extension 
Special Unit (ESU) and/or the Divisional or District Agricultural Offices. 
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4) Centralized long-term courses/workshops (more than two weeks') at the 
Agricultural Training Center (ATO - These are courses/workshops of longer 
duration which can be conducted at the Agricultural Training Center (ATC). This is a 
delivery method which can be adopted but should be given a lower priority than others. 
The longer duration for each course can make it more costly to conduct besides 
creating inconveniences to certain participants who have to be away from their homes 
and families for a lengthy period of time. The number of participants for each 
course/workshop is also limited. 
5) Educational programs on video cassettes - Educational programs are to be 
produced into video cassette tapes and distributed to each District Agricultural Office. 
These tapes can be used in a fortnightly training session or individually at home. The 
tapes can also be used in other courses/workshops discussed previously. These video 
cassette tapes can be produced and edited at the Extension Special Unit (ESU) where 
facilities are available. What is needed most are personnel who can do the job. 
Training of personnel needs to be implemented. 
6) Educational programs on closed-circuit television via communications satellite -
This is a delivery method which is still more of a vision than a reality. By the end of 
the Sbcth Malaysian Development Plan Period (the end of 1995) which is also the end 
of the period this study covers, it would still be uncertain as to whether this vision 
would turn into reality. There is a bright spot, however. The Malaysian Government 
recently announced that Malaysia will have a communications satellite of its own to be 
launched before 1995 {The Straits Times, 1992). This brightens the hope that the use of 
such a contemporary method of delivery of the training of ATs is something that is 
possible in the future. Using this deliver)' method, educational programs could be 
transmitted from the Extension Special Unit (ESU), the Agricultural Training Center 
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(ATC), or any other source to a communications satellite in space and then beamed to 
television receivers at each District Agricultural Office all over the state. 
Program Content 
Content of annual training for ATs on professional competency areas of 
agricultural extension related to the educational process should be as shown in 
Figure 7. Given the various constraints of the Sabah State Department of Agriculture 
(time, capabilities of the ATs, and so forth), training cannot be provided on all 
competencies in each of the seven professional competency areas of agricultural 
extension. Prioritizing needs to be done. Even though priorities might differ from 
district to district, three to ten competencies among the ten competencies with the 
highest mean scores should be included. In this model, as illustrated in Figure 7, five 
competencies in each professional competency area of agricultural extension are 
suggested to be included. 
Program implementation activities of the Sabah State Department of 
Agriculture commences at the beginning of the year. While extension programs are 
being implemented, it would certainly be appropriate for the ATs to receive training in 
competencies under "extension teaching" area from the beginning of the year and 
throughout the first quarter. Additionally, training can also be provided in 
competencies under the area of "extension organization and administration" during this 
quarter to provide them with basic concepts of agricultural extension, better 
understanding of their duties, policies, goals, and objectives of the department. 
During the second quarter, training could be provided on competencies under 
the area of "extension communications and teaching methods." These include skills on 
the use of selected teaching techniques, public speaking skills, preparation of various 
teaching aids, and use of selected tools. Additionally, training on competencies under 
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FIRST QUARTER Extension Teaching 
1. Developing a teaching plan based on situational analysis, problems, and needs 
2. Deciding the purpose and thrust of a teaching activity 
3. Collecting and studying references and information dealing with the topic to be taught 
4. Organiâng meaningful learning situations 
5. Organizing meaningful learning experiences 
Extension Organization and Administration 
1. Understanding the mission of the extension service of the Sabah Department of Agriculture 
2. Understanding the Sabah civil service rules and regulations 
3. Understanding the policies, goals and objectives relating to extension 
4. Thoroughly understanding your duties 
5. Coordinating use of equipment, facilities and resources with other extension agents 
SECOND QUARTER Extension Communications and Teaching Methods 
1. Developing and using extension messages appropriate to audience needs, interests and capabilities 
2. Developing and using extension messages appropriate to communication medium and method used 
3. Developing a communications plan 
4. Being well informed about available sources of information both within and outside the department 
5. Using selected teaching techniques 
Persona! Development 
1. Identifying opportunities for professional development 
2. Attending and actively participating in training activities 
3. Evaluating personal strengths and weaknesses as an extension agent 
4. Collecting and using professional and technical publications to update and aid professional growth 
5. Sharing information and relevant literature with colleagues 
THIRD QUARTER Evaluation of Extension Programs and Activities 
1. Understanding the principles and procedures for evaluating extension programs and activities 
2. Using formal information gathering techniques 
3. Using informal information gathering techniques 
4. Establishing a list of factors to evaluate the success/failure of an extension activity/program 
5. Monitoring extension program activities and making necessary adjustments 
Social Values and Structure 
1. Determining the social structure of a village/community/district 
2. Identifying the leadership pattern existing in a village/community 
3. Visiting and becoming acquainted with community leaders and members 
4. Familiarizing oneself with the value, beliefs, norms, attitudes and aspirations of people 
5. Establishing working and cooperative relationships with individual farmer/homemaker groups 
FOURTH QUARTER Program Planning and Development 
1. Studying agricultural surveys conducted in Sabah 
2. Conducting a needs/problem assessment of assigned extension area 
3. Developing a needs survey questionnaire 
4. Identifying professionals who can assist in program planning and activities 
5. Developing long-term extension program plans 
Figure 7. Program content for an annual inservice training for ATs in the Sabah 
State Department of Agriculture 
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the area of "personal development" could also be provided during this quarter. 
Before the year ends, evaluations on on-going extension programs and activities 
need to be undertaken. It would be appropriate for the ATs to be provided training on 
competencies under the area of "evaluation of extension programs and activities" 
during the third quarter to prepare them to carry out the actual evaluations toward the 
end of the third quarter and/or the beginning of the fourth quarter. Additionally, 
training could also be provided on competencies under the area of "social values and 
structure" during this quarter. 
Planning for extension programs and activities for the next year should be 
carried out during the fourth quarter. During this period, evaluations of the on-going 
programs would be available and budget allocations for the next year would be 
finalized and approved. Training on competencies under the area of "program 
planning and development" could be provided at the beginning of the fourth quarter. 
During follow-up years the competencies having been left out the previous year 
can then be included in the next training program, and/or those which have already 
been included can be repeated as a part of a review or a refresher course. 
Summary 
Both the average age and length of service in extension of the ATs were slightly 
higher than those of the extension supervisors. This could very well be due to the fact 
that the ATs consisted of a mixture between those recruited before and those since the 
implementation of the T & V extension system in 1979. This mixture differed from the 
extension supervisors, the majority of whom were recruited since the implementation 
of the extension system. In terms of location, ihe majority of the ATs were stationed at 
districts in the West Coast and Interior Divisions of Sabah where much of the 
extension activities of the Sabah State Department of Agriculture were concentrated. 
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Ranking the mean ratings of perceptions of the ATs and those by the extension 
supervisors showed some differences in the priorities for the needs for training by ATs 
in the seven major professional competency areas of agricultural extension related to 
the educational process. Each area was perceived as either "moderately needed for 
more training" or "highly needed for more training" by both the ATs and extension 
supervisors. All seven competency areas of agricultural extension should be included 
in ihe training of ATs. When the perceptions of ATs and extension supervisors were 
compared, no significant differences were observed in any of the seven areas of 
agricultural extension in future training programs for ATs. 
In terms of importance to extension, each professional competenc}' area was 
perceived as either "moderately important" or "important" by both the ATs and 
extension supervisors. When the perceptions of ATs and extension supervisors were 
compared, significant differences were obtained in two of the seven areas. However, 
this finding revealed thai all seven of the competency areas of agricultural extension 
should be included in future training programs for ATs. 
No significant correlations were obser/ed between age or length of ser.ice in 
extension of the ATs and their levels of need for training in the seven professional 
competency areas of agricultural extension. This finding indicated that demographic 
factors of age and length of service in extension should not be taken into consideration 
in planning training programs for the ATs. Meanwhile, despite significant differences 
in the perceptions of ATs in the five administrative divisions in most of the seven 
professional competency areas of agricultural extension, training was needed by the 
ATs regardless of where they were stationed. 
The finding on the preferences in the delivery methods for inservice training of 
ATs revealed a difference in mean rating ranks between the perceived preferences of 
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ATs and extension supervisors. However, each delivery method was perceived as 
either a "moderate preference" or a "high preference" by both the ATs and extension 
supervisors. Meanwhile, the lowest rated delivery method equally perceived by both 
the ATs and extension supervisors, and with the highest variability was 
"correspondence courses." This delivery method could have been perceived as costly, 
unnecessary, requiring more well-trained personnel to handle, and ineffective. Due to 
the low rating, the high variability, and the various possible constraints, this delivery 
method should not be adopted into future training programs for ATs. 
Comparison of the perceived preferences of ATs and extension supervisors in 
the delivery methods for inservice training of ATs revealed a significant difference in 
only one delivery method, "centralized long-time courses/workshops (more than two 
weeks) conducted at the Sabah Agricultural Training Center (ATC)" which could have 
been perceived by the extension supervisors as costly and very inconvenient for 
participants. 
All of the currently used and most of the newly suggested delivery methods 
should be adopted in future training programs for ATs. With the continuance and 
adoption of these delivery methods, however, a new model of training for ATs needs to 
be developed. This model would consist of two components: 1) delivery system; and 2) 
program content. 
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CHAPTER VI. SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
This chapter contains a summary of the study, conclusions, recommendations 
based on the findings of the study, and recommendations for further study. 
Summary of the Study 
Agricultural Technicians (ATs), the field-level extension agents, are the key 
category of extension personnel in the Sabah State Department of Agriculture. They 
come in direct contact with farmers or rurai women, providing them with educational 
experiences for new knowledge and innovations. They form a direct linkage between 
the people and the government. Occupying a vital position, the ATs need to carry out 
their duties efficiently and effectively. For this, they need to be well-
trained /competent in their job responsibilities. This can be achieved through the 
provision of continuous inservice training. Meanwhile, a successful AT needs to be 
competent not only in technical/subject matter areas but also in professional 
competency/methodological areas related to the educational process. However, a 
proper assessment of training needs should be established prior to formulating training 
programs in those professional competency areas. 
The overall purpose of this study was to identify inservice training needs of ATs 
in professional competency areas of agricultural extension related to the educational 
process as perceived by the ATs themselves and their extension supervisors. The study 
sought to establish demographic characteristics of extension personnel including both 
ATs and extension supervisors, determine perceived level of training needed by ATs in 
seven major professional competency areas of agricultural extension, and determine if 
significant differences existed in the perceptions of the two groups of extension 
personnel on the training needs of ATs and the importance to extension of each of the 
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seven areas. The study also sought to determine the relationships between 
demographic factors (age, length of service in extension, and location) and the 
perceptions of the ATs on their level of training needs in each of those areas. Finally, 
the study also sought to determine perceived preferences in the delivery methods for 
inservice training of ATs, and determine if significant differences existed in the 
perceived preferences of ATs and extension supervisors. 
A survey questionnaire was specifically developed for this study. The 
questionnaire consisted of three sections. The first section consisted of 123 
competency statements, divided into seven major professional competency areas of 
agricultural extension. These areas were: extension organization and administration; 
program planning and. development; extension communications and teaching methods; 
extension teaching; evaluation of extension programs and activities; social values and 
structure; and personal development. The second section sought information on the 
perceived preferences in the delivery methods for inservice training of ATs. These 
delivery methods were: fortnightly/biweekly training; centralized short-term 
courses/workshops; centralized long-term courses/workshops; correspondence 
courses; educational programs on video cassettes; and educational programs on closed-
circuit television via satellite. The third section sought information on demographic 
characteristics of the respondents. A panel of experts reviewed the competency 
statements on the questionnaire for content and face validity. The questionnaire was 
first developed in English, then the final questionnaire was prepared and administered 
in Malay. 
The respondents of the study consisted of two hierarchical levels of extension 
personnel: the ATs at the field level; and the extension supervisors at the supervisory 
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level. All of the 41 extension supervisors ware included in the study whereas 186 ATs 
were randomly selected as a sample. 
The data were coded and analyzed using the Statistical Package for the Social 
Sciences (SPSSx) computer program. The Cronbach's alpha procedure was used to 
examine the level of internal consistency and stability of the competency and delivery 
method statements. Frequencies and percentages were computed for the demographic 
characteristics information of the respondents. Means and standard deviations were 
computed for all the seven major professional competency areas of agricultural 
extension, competencies under each area, and the delivery methods. One way analysis 
of variance, t-test, and correlation procedures were performed to test the hypotheses. 
The Scheffé and Duncan tests were used to locate the source of differences when 
significant differences were observed in the analysis of variance at the 0.05 alpha level 
that was established a priori. 
Results of the study revealed that the largest group among the ATs (31.2 
percent) were between 36 and 40 years of age, and the largest group among the 
extension supervisors (34.1 percent) were bet^.veen 31 and 35 years age. The average 
age of the ATs was slightly higher than that of extension supervisors. The largest group 
among the ATs were those who had been working in extension between 16 and 20 
years. The largest group among extension supervisors had been working in extension 
only between six and 10 years. The average length of service in extension of the ATs 
was slightly higher than that of the extension supervisors. The higher average age and 
length of service in extension of ATs could be reflected by the fact that ATs in the 
Sabah State Department of Agriculture were a well-distributed mixture of those 
recruited long before and those recruited since the implementation of the T & V 
extension system in 1979, whereas a large number of extension supervisors in the 
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department were recruited since the implementation of the system when they were 
fresh from college/university. 
The majority of the ATs were stationed at districts in the West Coast and 
Interior Divisions. The majority of small-scale/subsistent farmers in Sabah lived in 
these two divisions, and hence where much of extension activities of the department 
were concentrated. 
The extension personnel were asked to give their perceptions on the level of 
training needed by ATs in the seven identified major professional competency areas of 
agricultural extension related to the educational process. When these areas were 
ranked by their perception means, a narrow discrepancy was observed between the 
perceptions of ATs and extension supervisors. Both groups of extension personnel 
rated the need for training in the seven major professional competency areas of 
agricultural extension as moderate to high. All the seven areas should be included in 
future training programs for ATs. 
When the perceptions of ATs and extension supervisors on the training needs of 
ATs were compared, no significant difference was obsen/ed in any of the seven major 
areas. This finding should strengthen the overall findings and suggests that there 
should be the inclusion of all the seven major professional competency areas of 
agricultural extension in future training programs for ATs. 
When the perceptions of ATs and extension supervisors on the importance of 
the seven major areas of agricultural extension were compared, significant differences 
were observed in two areas. However, both groups of extension personnel rated the 
seven areas as moderately important to important. This finding, too, revealed that the 
seven major professional competency areas of agricultural extension should be 
included in future training programs for ATs. 
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No correlations were observed between age or length of service in extension of 
the ATs and their levels of needs for training in any of the seven major areas. This 
finding indicated that demographic factors of age and length of service in extension 
should not be taken into consideration when planning future training programs for the 
ATs. Meanwhile, when perceptions of ATs in the five administrative divisions were 
compared, significant differences were observed in the perceptions of two or more 
divisional groups of ATs for most of the seven areas of agricultural extension. 
Nevertheless, all divisional groups indicated the need for training in all the seven major 
professional competency areas regardless of where they were stationed. 
The extension personnel were also asked to provide their perceived preferences 
in the delivery methods for inservice training of ATs. When these delivery methods 
were ranked by their preference mean scores, a great deal of discrepancies were 
observed between the perceived preferences of the ATs and those of the extension 
supervisors. Both groups of extension personnel, however, rated the seven delivery 
methods as moderately to highly preferred to be adopted in training programs for ATs. 
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lowest rated delivery method does not have to be adopted into the training programs 
for ATs. This delivery method could have been perceived as costly, unnecessary, 
requiring more well trained personnel, and ineffective. 
Comparison of the perceived preferences of ATs and extension supervisors in 
the delivery methods for inservice training of ATs revealed a significant difference in 
only one delivery method which could have been perceived by the extension supervisor 
as most costly and very inconvenient to participants. 
All of the currently used and most of the newly suggested delivery methods 
should be adopted into training programs for ATs. However, a new training model for 
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ATs needs to be developed. This model would consist of two components: 1) delivery 
system; and 2) program content. 
Conclusions of the Study 
The conclusions of the study are as follows: 
1) All the seven major professional competency areas of agricultural extension 
related to the educational process were not only important in carrying out extension 
activities, but also ATs needed more training in these areas. 
2) Demographic factors (age, length of sen/ice in extension, location) of ATs had 
little relationship to their levels of need for training in any of those seven major 
professional competency areas of agricultural extension. These demographic factors 
need not be taken into consideration when planning and developing training programs 
for ATs in these areas. 
3) The presently used and newly suggested delivery methods with the exception of 
correspondence courses could all be continued and adopted in future training 
programs for ATs. 
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agricultural extension related to the educational process can be developed. 
5) The training model incorporates all the delivery methods deemed appropriate 
and preferred by the ATs, and provides a layout of program content for the training 
programs. 
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Recommendations 
The following recommendations are made: 
1) The findings of this study should be made available to the Sabah State 
Department of Agriculture to be used by those dealing with planning and development 
of training programs. 
2) AH areas of agricultural extension included in this study were perceived by ATs 
and extension supervisors as important and needed for training by ATs. These areas of 
agricultural extension related to the educational process should, therefore, be included 
in future training programs for ATs. The findings of this study can be used as a guide 
in the planning and development of curriculum and training materials for these 
inservice training programs. 
3) The proposed model of training for ATs which would accommodate closer 
cooperation and linkage between the Extension Branch and the Training and 
Education Branch of the Sabah State Department of Agriculture, optimize the use of 
available training facilities and resources, and provide a clear layout of program 
4) The fortnightly/biweekly training under the Training and Visit (T & V) extension 
system should remain as the main delivery method for the training of ATs. However, 
this delivery method should not be limited to training in technical (subject matter) 
competencies. It should also be allocated for training in professional competency areas 
related to the educational process. This approach would minimize if not eliminate 
underutilization of time in training. 
Recommendations for Further Study 
The following recommendations are made for further study; 
1) A similar study should be conducted in other states of Malaysia. 
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2) A similar but more comprehensive study involving the perceptions of clients 
(farmers/homemakers) should be conducted. 
3) Other demographic factors besides those included in this study should be 
identified and incorporated into future studies. 
4) A similar study should be conducted once in every five years preferably in 
conjunction with the Malaysian Five-Year Developmental Plan in order to identify the 
ongoing changes in the perceptions among the same population regarding their needs 
for training. 
5) The ATs need technical agricultural competencies to perform their tasks well. 
Even though the biweekly training under the extension system has been stressed on 
technical agricultural areas, no study on training needs of ATs in technical agricultural 
competencies has ever been conducted. A study to determine technical agricultural 
competencies possessed and needed by ATs should be conducted. 
6) A study should be conducted to investigate the present level of job satisfaction of 
ATs. Factors that motivate ATs to work need to be determined and enacted 
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Calculations to determine the sample size from a small population (USDA, 1985). 
The selection of the sample size for the ATs was based on a specific formula 
which took into account the size of the population, error limit, confidence level, and 
the proportion of the population having characteristics being sampled. 
The sample size was maximized by making this proportion equal 50.0 percent 
for computational purposes. An error limit of 5.0 percent, which means that results 
will be within five percentage points uf the true percentage, and a confidence level of 
95.0 percent were selected. 
The initial estimate of a sample size was obtained by using the following 
formula: 
n' = t- pq 
where n' = initial estimate of the sample size for a large population 
t2 = number of standard errors in which lie the desired limits of 
reliability (confidence interval) 
p = proportion of the population having characteristic 1 
q = 1 - p = proportion of the population having characteristic 2 
d^ = the acceptable error limit 
n' = t2 pq 
"d^ 
= (196)2 (0.50) (0.50) 
(0.05)2 
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The following formula was then applied as a correction factor for a small 
population: 
n = n' 
1 + n' 
N 
where n = desired sample size 
N = initial population size 
For the Agricultural Technicians (ATs), N = 361 
Therefore, 
n = desired sample size 
= 384 
1 + 384 
361 
= 186 
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(ENGLISH) 
1. For An Agricultural Technician (AT) 
2. For An Extension Supervisor 
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ÎoWG StCltC LllllVSrSlt^ of Science and Technology Ames, lovju 50011-1050 
Dear Extension Professional, 
Department of Agricultural Education and Studies 
20! Curtiss Hall 
Telephones: 
Administration and Graduate Programs 515-294-591 
Research and Extension Programs 515-294-58' 
Undergraduate Prosrams 515-294-69. 
We are seeking your help in completing a research study to identify area of training that you 
consider to be of great importance to you in carrying out your work. The title of the study 
is "An Assessment of Field-Level Extension Agent Inservice Training Needs Related to the 
Educational Process as Perceived by Extension Personnel in the Sabah State of Malaysia." 
The study is specifically designed to identify needed areas of inservice training related to 
the educational process or professional competencies of Field-level Extension Agents. 
Informarion obtained from this study can then be used by State Extension Administrators 
and Specialists to develop useful inservice training programs. 
This study is being undertaken state wide. This survey is the first of its kind to be 
conducted in Sabah. In order for it to be a success, we need your help in completing this 
survey questionnaire. Please provide your frank and genuine responses. By completing 
and returning this questionnaire promptly, you will contribute invaluable knowledge which 
would be useful to those concerned in Sabah in helping to improve the performance of 
Field-level Extension Agents, and in the overall improvement of the extension service in the 
state. 
Meanwhile, we assure you that your responses will be held in strict confidence and will be 
used only for statistical purposes. Only group data, compiled from individual responses, 
will be used in reporting this study. The code number on the sur/ey form is to be used 
only as a means to contact those people who have not returned the survey forms. Upon 
receipt of the survey forms, all code numbers will be removed. All questionnaires will be 
destroyed upon analysis of the data. The findings of this study will be shared with the 
Extension Service in Sabah. 
We appreciate your understanding and cooperation in this important study. 
Thank you! 
RoWert A. Martin, Ph.D. 
Associate Professor 
Sincerelv, 
.Abdul Rahim Awang 
Graduate Student 
Iowa State University of Science and Technology Ames, Iowa 50011-1050 
Department of Agricultural Education and Studies 
201 Cuniss Hall 
Telephones: 
Administration and Graduate Programs 515-294-590 
Research and Extension Prozrams 515-294-587 g
Undergraduate Programs Dear Extension Professional. 515-294-692 
We are seeking your help in completing a research study to identify area of training that you 
consider to be of great importance to Field-level Extension Agents in carrying out your 
work. The title of the study is "An Assessment of Field-Level Extension Agent Inservice 
Training Needs Related to the Educational Process as Perceived by Extension Personnel in 
the Sabah State of Malaysia." 
The study is specifically designed to identify needed areas of inservice training related to 
the education^ process or professional competencies of Field-level Extension Agents. 
Information obtained from this study can then be used by State Extension Administrators 
and Specialists to develop useful inservice training programs. 
This study is being undertaken state wide. This survey is the first of its kind to be 
conducted in Sabah. In order for it to be a success, we need your help in completing this 
survey questionnaire. Please provide your fhink and genuine responses. By completing 
and returning this questionnaire promptly, you will contribute invaluable knowledge which 
would be useful to those concerned in Sabah in helping to improve the performance of 
Field-level Extension Agents, and in the overall improvement of the extension service in the 
state. 
Meanwhile, we assure you that your responses will be held in strict confidence and will be 
used only for statistical purposes. Only group data, compiled from individual responses, 
will be used in reporting this study. The code number on the survey form is to be used 
only as a means to contact those people who have not returned the survey forms. Upon 
receipt of the survey forms, aU code numbers will be removed. All questionnaires wiU be 
destroyed upon analysis of the data. The findings of this study will be shared with the 
Extension Service in Sabah. 
We appreciate your understanding and cooperation in this important study. 
Thank vou! 
Sincerelv. 
Abdul Rahim Awan 
Graduate Student 
ibert A. Martin, Ph.D. 
Associate Professoi 
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(MALAY) 
1. For An Agricultural Technician (AT) 
2. For An Extension Supervisor 
lowû St latc 
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UnU'CrSl tlj of Science and Technology m 
Saudara /Saudar i  Pe iugas  Pengcmbangan  Yang  Dihormai i ,  
Ames. lowa 500II-I050 
Department of Agricultural Education and Studies 
201 Curtiss Hall 
Telephones: 
•Administration and Graduate Programs 515-294-59 
Research and Extension Programs 515-294-58 
Undergraduate Programs 515-294-69 
Kami  ing in  mendapa tkan  ban tuan  anda  da lam meny iapkankan  sa iu  ka j i an  pcnyc l id ikan  
un tuk  mengena lpas i i  b idang-b idang  i a t ihan  van  g  anda  anggap  sebaga i  pcn i ing  kcpada  anda  
da lam melaksanakan  lugas - iugas  anda .  Ta juk  ka j i an  in i  ada iah  "Sa iu  pcn i i a i an  kca ta s  
kepe r luan-kcper iuan  Ia t ihan  da lam pe rkh idmatan  yang  be rka i i an  dengan  p roses  
pembc la j a ran  bag!  pa ra  agcn  pengcmbangan  bahag ian  lua r  sepe r i i  yang  d i i anggapkan  o ieh  
kak i t angan  pengcmbangan  d i  N 'ege r i  Sabah ,  Malays ia . "  
Ka j i an  in i  khususnya  ada iah  d ibcn iuk  un tuk  mcngcna ipas t i  b idang-b idang  Ia t ihan  da lam 
pe rkh idmatan  yang  d ipe r lukan  yang  bc rka i t an  dengan  p roses  pembe la j a ran  a t aupun  
keeekapan-kecekapan  p ro fes s iona l  bag :  pa ra  agen  pengcmbangan  bahag ian  lua r .  .Mak lumat -
mak lumat  d ipe ro leh i  da r i  ka j i an  in i  s c t e rusnya  akan  capa t  d igunakan  o ieh  pa ra  spes i a l i s  
dan  pcn tadb i r  pengcmbangan  nege r i  un tuk  memben tuk  p rogram-program Ia t ihan  da lam 
pe rkh idmatan  yang  be rguna .  
Ka j i an  in i  ada iah  sedang  d i l aksanakan  d i  s e lu ruh  nege r i .  Ka j i an  sepe r t i  i n i  j uga  ada iah  
m.e rupakan  bua t  pe r t ama  ka l i  d i j a l ankan  d i  Sabah .  Demi  un tuk  mcmas t ikan  ke jayaannya ,  
kami  memer lukan  ban tuan  anda  da lam meng i s i  bo rang  soa i se l id ik  in i .  S i l a  be r ikan  
j awapan- j awapan  anda  yang  ikh ias  dan  t cpa t .  Dengan  meng i s i  bo rang  in i  dengan  be tu l  dan  
se t c rusnya  mengemba l ikannya  dengan  se r t a  mena ,  anda  sebenarnya  mcnyumbangkan  sa tu  
pengc tahuan  yang  t ingg i  n i l a inya  yang  akan  amat  be rguna  kcpada  mcreka  be rkenaan  d i  
Neger i  Sabah  da lam memban tu  memperba ikk i  kebo lehan /kecekapan  pa ra  agen  
pengcmbangan  bahag ian  lua r  dan  juga  da lam memperba ikk i  pe rkh idmatan  pengcmbangan  
c i  Neger i  Sabah  pada  kcsc lu ruhannya .  
Semcn ta ra  i tu ,  kami  ing in  mcmas t ikan  anda  bahawa  j awapan- j awapan  anda  ada iah  d i s impan  
scca ra  su i i t  ( conf iden t i a l )  dan  akan  d igunakan  hanya  un tuk  lu juan- tu juan  ana l i sa  
pc rangkaan .  Semua  borang  soa i se l id ik  akan  d imusnahkan  se t c l ah  semua  pcngana l i saan  
mak lumat  se i e sa i  d i j a l ankan .  Sega la  pcnemuan  da r i  ka j i an  in i  nan t i  akan  d igunakan  
be r sama  dengan  Jaba tan  Pe r t an ian  Sabah .  
Pe r io longan  dan  ke r j a sama  anda  da lam ka j i an  yang  pen t ing  in i  
ha rca i .  
s ansa t - sanca t l ah  kami  
Sek ian  dan  t e r ima  kas ih .  
i kh las .  
•Abdhl Rahim Awang T 
Pclaiar Laniutan 
Dr:  Rober t  A .  .Mar t in  
P ro fes so r  Ber seku iu  
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of Science and Technology Ames. Iowa 500J1-105G 
Department of Agricultural Education and Studies 
201 Curriss Ha!l 
Telephones; 
Administration and Graduate Programs 5i5-294-59CK 
Research and Extension Procranis 5!5-29-i-587; 
Saudara/Saudari Pciugas Pcngembangan Yang Dihormaii. undergraduate Programs " 515-294-692^ 
Kami  ing in  mendapa tkan  ban tuan  anda  da lam meny iapkankan  sa tu  ka j i an  penye l id ikan  
un tuk  mengena lpas t i  b idang-b idang  l a i ihan  yang  anda  anggap  sebaga i  pen t ing  kcpada  pa ra  
agen /pcke r j a  pcngembangan  bahag ian  lua r  ( f i c ld - i eve l  ex tens ion  agen t s )  da lam 
meiaksanakan  lugas - iugas  mereka .  Ta juk  ka j i an  in i  ada lah  "Sa iu  pen i l a i an  kea ia s  
kepe r iuan-keper luan  l a t ihan  da lam pc rkh idmatan  yang  be rka i i an  dengan  p roses  
pembc la j a ran  bag i  pa ra  agen  pengcmbar .ga r .  bahag ian  lua r  sepe r i i  yang  d i i anggapkan  o leh  
kak i i angan  pcngembangan  d i  Neger i  Sabah ,  Malays ia . "  
Ka j i an  in i  khususnya  ada lah  d iben iuk  un iuk  mengcna ipas t i  b idang-b idang  l a t ihan  da lam 
pe rkh idmatan  yang  d ipe r iukan  yang  be rka i i an  dengan  p roses  pembe la j a ran  a i aupun  
kecckapan-kccekapan  p ro fes s iona l  bag i  pa ra  agen  pengembangan  bahag ian  iua r .  Mak lumai -
mak lumai  d ipe ro leh i  da r i  ka j i an  in i  s e re rusnya  akan  dapa i  d igunakan  o leh  pa ra  spes i a l i s  
dan  pen tadb i r  pengembangan  nege r i  un iuk  memben iuk  p rogram-program la t ihan  da lam 
pe rkh idmatan  yang  be rguna .  
Ka j i an  in i  ada lah  sedang  d i l aksanakan  d i  s e lu ruh  nege r i .  Ka j i an  sepe r i i  in i  j uga  ada lah  
merupakan  bua t  pe r i ama  ka i i  d i j a l ankan  d i  Sabah .  Demi  un iuk  memas i ikan  ke jayaannya ,  
kami  memer lukan  ban tuan  anda  da lam meng i s i  bo rang  soa l se l id ik  in i .  S i l a  be r ikan  
j awapan- j awapan  anda  yang  ikh las  dan  l epa i .  Dengan  meng i s i  bo rang  in i  dengan  be tu l  dan  
se t e rusnya  mengembaJ ikannya  dengan  se r i a  mena ,  anda  sebenarnya  mcnyumbangkan  sa iu  
penge tahuan  yang  t ingg i  n i l a inya  yang  akan  amat  be rguna  kepada  mereka  be rkenaan  d :  
Neger i  Sabah  da lam memban iu  memperba ikk i  kebo lehan /kecekapan  pa ra  agen  
pengembangan  bahag ian  iua r  dan  juga  da lam memperba ikk i  pe rkh idmatan  pcngembangan  
d i  Neger i  Sabah  pada  kese lu ruhannya .  
Semcn ta ra  i iu ,  kami  ing in  memas i ikan  anda  bahawa  j awapan- j awapan  anda  ada lah  d i s impan  
seca ra  su l i l  ( conf iden t i a l )  dan  akan  d igunakan  hanya  un iuk  lu juan- iu juan  ana l i sa  
pe rangkaan .  Semua  borang  soa l se l id ik  akan  d imusnahkan  sc i e i ah  scmua  pengana i i saan  
mak lumai  sc l e sa i  d i j a l ankan .  Sega la  pencmuan  da r i  ka j i an  in i  nam:  akan  d igunakan  
be r sama  dengan  Jaba ian  Pe r i an ian  Sabah .  
Pc r to longan  dan  kc r j a sama  anda  da lam ka j i an  yang  pen i ing  in i  s anga i - sanga i l ah  kami  
ha rga i .  
Sek ian  dan  l e r ima  kas ih .  
i kh las .  
.Abdu l  Rah im Awan^  
Pc la j a r  Lan ju ian  - i  
^ //y2 
DM'Rober t  .A .  Mar t in  
P ro fesso r  Ber scku iu  
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APPENDIX D: SURVEY QUESTIONNAIRE (ENGLISH) 
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Code namber:. 
AK A88ESSKEXT OP FîELD-LEVBL ETTSNSION AGENT ÎHSBSYICE TRAINING NEEDS 
RELATED TO THE EIXJCATIONAL PROCESS AS PERCEIVED BY EXTENSION PERSONNEL IN 
TEE SABAB STATE DEPARTMENT OF AGRICULTURE, MALAYSIA 
The purpose of this study is to identify inservice training needs of 
field-level extension agents as perceived by the agents themselves and their supervisors 
in each of the districts in the State of Sabah. The findings will identify needed areas of 
inservice training related to the educational process for field-levei extension agents. 
This informât ion then can be used by state extension administrators and specialists to 
develop useful inservie training programs. 
General Instructions 
1) Please complete all parts of the questionnaire 
2) Please remember that there are no right or wrong answers. Therefore, please give your 
honest and best opinion. Your responses should reflect your own feelings and beliefs. 
3) Please keep in mind that some of the items may appear to be the same (repetitive). This 
is purposeful in order to look at certain variables indpendently. 
4) All questionnaires will be treated confidentially. There is no attempt to identify 
respondents, and ail information secured will be treated as group data. 
5) Extension supervisors are to remesber that you are responding to the questionnaire 
based on what you perceive as areas of inservice training needs of the field-level 
extension agents of the Sabah Department of Agriculture, and not your needs for inservice 
training 
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SECTION I: COMPETENCY ABR*g OF INSEE7ICE TRAINING 
Inetroctions: 
Listed below are coapetencies which have been identified as important to the perfomance 
of extension work. Please read each itea carefully and circle the number under each column 
which expresses your best feeling/opinion about its level of importance (Column A), and 
your level of need for further training (Column B). 
i) Coloon A (Level of Importance) — In this column, please circle the number 
which best represents the level of importance of that itea to you as you carry out your 
job responsibility as a field-level extension agent. Please circle the number using the 
following scale: 
1 = Not important 
2 = Slightly important 
3 = Moderately important 
4 = Important 
5 = Very important 
ii) Column B (Level of Need for Further Training) — In this column, please circle 
the number that best describes your present need for further training in that competency. 
Please circle the number using the following scale: 
1 = No need for more training 
« — a 1 i gi* V ticcu xOaT biOxC' v 1^ 
3 = Moderate need for more training 
4 = High need for laore training 
5 = Very high need for more training 
Example 
Column A 
(Level of Importance) 
to Extension Co«q)ctcacy 
Colnmn B 
(Level of Need for) 
Further Training 
(1) Prepare a job description 
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1 - Not inportant 
2 = Slightly itiportant 
3 » Moderately important 
4 » Important 
5 = Very important 
1 •» No need for more trsirin» 
2 = Slight need for more training 
3 * Moderate need for more training 
4 « High need for more training 
5 » Very high need for more training 
Colcma A 
(Level of Importance) 
to Extension Coopetency 
COIubd B 
(Level of Need for) 
Further Training 
Coaspcteacj Area I — Extension Organizatioa and Administrâtica 
1 2 (I) Understand the overall organizational 
structure of the Sabah State Department 
of Agriculture 
I 2 (2) Understand the organizational structure 
of the Extension Branch of the Sabah 
Dcpa-rtacnt of Agriculture 
(3) Understand the mission of the extension 
service of the Sabah Department of 
Agriculture 
(4) Understand the Sabah civil service rules 1 
regulations 
(5) Thoroughly understand the policies, 1 
goals, and objectives relating to 
extension service of the Sabah 
Department of Agriculture 
(6) Thoroughly understand your duties 1 
(7) Establish working relationships with 1 
other extension staff 
(8) Follow proper channels of administration 1 
and communication 
(9) Follow established administrative 1 
procedures (use of transportation, 
use of equipment, reporting) 
(10) Coordinate use of equipment, facilities 1 
and resources with other extension agents 
(11) Compile periodic reports of extension 1 
activities (weekly, biweekly, monthly, 
quarterly, semi-annually, annually) 
(12) Prepare budgets for annual work plans 1 
(13) Estimate resource materials needed 1 
for program activities 
(14) Attend and actively participate 1 
in staff meetings 
(15) Manage time effectively 1 
(16) Write accurate, concise, and effective 1 
reports 
(17) Other (if any) 1 
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! m Not important 
2 « Slightly important 
3 = Moderately important 
4 = Important 
5 = Very important 
1 » No need for more training 
2 » Slight need for more training 
3 » Moderate need for more training 
4 « High need for more training 
5 » Very high need for core training 
Colcan A 
(Level of Importance) 
to Extension Coapeteccy 
Colooa B 
(Level of Need for) 
Further Training 
Competency Arc& II — Progrsa Planning and Development 
12 3 4 (18) Collect and utilize information 
and literature about your district 
(19) Study agricultural survey carried 
out in Sabah 
3 4 5 
1 2 (20) Conduct a need or problem assessment 
of your assigned extension area 
4 5 
1 2 
I 2 
5 (21) Develop a needs survey questionnaire 1 
S (22) Conduct interviews to obtain meaningful 1 
information for planning process 
4 5 
4 5 
1 (23) Identify professionals (i.e., those ?ith 
appropriate knowledge and experience) 
who can assist in program planning and 
activities 
4 5 
1 2 
12 3 4 
1 2 
1 2 
1 2 
1 2 
3 4 
3 4 
3 4 
3 4 
3 4 
12 3 4 
3 4 
3 4 
S (24) Identify key people in the community to 
be involved in problem and needs 
identification, and in program planning 
5 (2S) Assess available local/community 
resources, facilities and services 
S (26) Develop long-term extension program 
plans (those extending beyond 2-3 years) 
5 (27) Develop an annual program of work 
S (2S) Develop weekly and monthly work 
schedules 
5 (29) Develop short and long term program 
goals and objectives 
5 (30) Translate needs assessment information 
into general problem statement 
S (31) Establish programming priorities 
3 (32) Establish program priorities at the local 
level which are compatible with national 
priorit ies 
5 (33) Relate national/state objectives 
to extension programs 
5 (34) Organize effective program planning 
committees 
5 (35) Other (if any) 
4 5 
4 5 
4 5 
4 5 
4 5 
4 5 
4 5 
4 5 
4 S 
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1 3 Not important 1 
2 • Slightly important 2 
3 » Moderately important 3 
4 z Important 4 
5 3 Very important 5 
« Slignt need for more training 
• Moderate need for more training 
« High need for more training 
Colon A 
(Level of Importance ) 
to Extension Competency 
Coloaa B 
(Level of Need for) 
Further Training 
CoBpetcscy Area III — Extension Coaamiications and Teacfaiog Methods 
12 3 4 5 (36) Develop and use extension oessages 
appropriate to audience needs, 
interests and capabilities 
12 3 4 5 (37) Develop emd use extension messages 
appropriate to the comaunication 
medium and method used 
4 5 
2 3 4 5 
(38) Develop a connunicat ions plan 
(a plan that includes a schedule 
of conaunications sedia to be ecployed, 
timing, and intended audiences) 
(39) Be well informed about available sources 
of information both within and outside 
the Department 
(40) Use selected teaching techniques: 
a. Result demonstrations 
b. Method deaonstrations 
c. Lecture 
d. Individual instruction 
4 5 
2 3 
2 3 
2 3 
2 3 
4 S 
4 5 
4 5 
4 5 
(41) Employ group techniques: 
3 4 5 a. Buzz session (simultaneous small 1 
group discussions) 
3 4 5 b. Brainstoraing (a technique in which 1 
each member of the group is asked to 
express his/her thoughts on a problem 
no matter now silly these may appear) 
3 4 5 c. Debate 1 
3 4 5 d. General discussion 
3 4 5 e. Panel discussion (a small group of 
persons discussing a topic among 
themselves while the audience listens 
in) 
3 4 5 f. Role playing 1 
3 4 5 g. Group projects 1 
3 4 5 h. Symposium (brief talks by two or snore 1 
persons followed by a question-answer 
period) 
3 4 5 i. Formal group meetings 1 
(42) Prepare and use visual aids: 
3 4 5 a. Handouts and leaflets 1 
3 4 5 b. Charts and posters 1 
3 4 5 c. Chalkboard 1 
3 4 5 d. Mode 1 s and real objects 1 
3 4 5 e. Bulletin boards and exhibits 1 
3 4 5 f. Flannel board 1 
4 5 
4 5 
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1 I Not important 1 
2 = Slightly important 2 
3 = Moderately important 3 
4 = Important 4 
5 3 Very important S 
» Ho need for more training 
* Slight need for more training 
» Moderate need for more training 
* High need for more training 
« Very high need for more training 
ColSBS A 
(Level of Importance) 
to Extension Competency 
ColoBQ B 
(Level of Heed for) 
Further Training 
(43) Use educational machines: 
1 2 3 4 5 a. Slides and film strips 1 2 3 4 5 
1 2 3 4 5 b. Overhead projector 1 2  3 4 5 
1 2 3 4 5 c. Audio tape recorder I 2  3 4 5 
1 2 3 4 5 d. Sound and motion pictures 1 2 3 4 5 
1 2 3 4 5 e. Video 
(44) Prepare items to be used with 
educational machines: 
1 2  3 4 5 a. Slides 1 2 3 4 5 
1 2 3 4 5 b. Overheads/transparencies for the 1 2 3 4 5 
overheELd projector 
1 2 3 4 5 c. Scripts for audio, notion picture 2 3 4 5 
and video programs 
(45) Organize and use community resources : 
1 2 3 4 5 a. Field trips and tours 1 2 3 4 5 
1 2 3 4 S b. Resource pcrsons(s) 1 2 3 4 5 
1 2 3 4 5 c. Farmer organizations 1 2 3 4 5 
1 2 3 4 5 d. Community organizations & groups 1 2 3 4 5 
1 2 3 4 5 e. Advisory committees 1 2 3 4 5 
1 2 3 4 5 f. Demonstrat ion farms 1 2 3 4 5 
(46) Prepare and use mass media techniques: 
1 2 3 4 5 a. Radio 1 2 3 4 5 
1 2 3 4 5 b. Audio tapes 1 2 3 4 5 
1 2 3 4 5 c. Newspapers 1 2 3 4 5 
i 2 3 4 5 d. Circular letters 1 2 3 4 5 
: 2 3 4 5 Publie speeches 1 2 3 4 5 
1 2 3 4 5 f. Farm shows 1 2 3 4 5 
I 2 3 4 5 S - Agricultural campaigns 1 2 3 4 5 
1 2 3 4 5 (47) Carry out effective fana and home visits 1 2 3 4 5 
1 2 3 4 5 (48) Increase public speaking ability 1 2  3 4 5 
; 2 3 4 5 (49) Other (if anv) I 2  3 4 5 
1 2 3 4 5 (50) Other (if anv) 1 2  3 4 5 
1 2 3 4 5 (SI) Other (if anv) 1 2  3 4 5 
Competency Area iV — Extension Teaching 
3 4 5 (S2) Develop an educational/teaching plan 
based on the analysis of the situation, 
the problccs encountered and the needs 
of the audience 
2 3 4 5 
3 4 5 
(53) Decide the purpose and thrust of a 
teaching activity 
(54) Collect and study references and 
information dealing with the topic 
to be taught 
2 3 4 5 
2 3 
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1 ' Not important 
2 = Slightly important 
3 « Moderately important 
4 5 Important 
5 " Very important 
1 X No need for more training 
2 « Slight need for more training 
3 « Moderate need for more training 
4 » High need for more training 
5 5 Very high need for more training 
Column A 
(Level of Importance) 
to Eactension Competency 
Colm B 
(Level of Need for) 
Further Training 
(5S) Organize meaningful learning situations 
(a situation in Khich all elements 
necessary for promoting learning 
are present,namely, an instructor, 
a learner, subject matter, teaching 
saterials and equipment, and physical 
facilities) 
1 
(56) Organize meaningful learning experiences 12 3 4 5 
(the mental and/or physical reaction one 
makes through seeing, hearing, or doing 
the things to be learned, through which 
one gains meanings and understandings of 
the material to be learned 
(57) Develop measurable educational/teaching 12 3 4 5 
objectives to guide your teaching 
(53) Develop and collect instructional 12 3 4 5 
materials to be used for a teaching 
activity 
(59) Select appropriate teaching procedures 12 3 4 5 
to ensure learner understanding, 
motivation, and practice 
(50) Discover the characteristics of adults 12 3 4 5 
as learners 
(61) Selcct and use appropriate teaching- 12 3 4 5 
learning procedures to promote the 
learning by adults 
(62) Arrange for the use of equipment, land, 12 3 4 5 
crops, supplies, transport, reso-^rce 
persons, field-trips, and other essential 
resources 
(63) Explain complex technical terms to 12 3 4 5 
farmers/homemakers in simple language 
(64) Other (if any) 
Competency Area V — Evaluation of Extension Programs and Activities 
12 3 4 5 (65) Thoroughly understand the principles 12 3 4 5 
and procedures for evaluating extension 
programs and activities 
(66) Use formal information gathering 
techniques : 
12 3 4 5 a. Survey questionnaire 12 3 4 5 
12 3 4 5 b. Interviews 12 3 4 5 
12 3 4 5 c. Advisory committees 12 3 4 5 
12 3 4 5 d. Case studiec 12 3 4 5 
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1 = Not important 
2 » Slightly important 
3 « Moderately iaportant 
4 s Inportant 
5 » Very important 
1 » No need for more training 
2 » Slight need for more training 
3 « Moderate need for more training 
4 « High need for more training 
5 « Very high need for more training 
ColoBD A 
(Level of laportance) 
to Extension Coapeteucy 
Colasa B 
(Level of Need for) 
Further Training 
(67) Use informal information gathering 
techniques : 
4 S 3. Observations 1 
4 S b. Informal group meetings 1 
4 5 c. Discussions 1 
( 6 8 )  
3 4 5 (69) 
Establish a list of factors by which 
the success or failure of an extension 
activity or program can be evaluated 
Monitor extension program activities 
and make necessary adjustments 
1 2 3 4 5 
5 (70) Analyze and interpret findings from 
evaluation activities 
1 2 3 4 5 
3 4 5 (71) Review and modify extension activities 
and programs based on the findings from 
evaluation activities 
1 2 3 4 5 
4 5 (72) Perform evaluation of extension programs 
on an annual basis 
12 3 4 5 (73) Prepare and compile reports on the 
findings of evaluation activities 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
(74) Communicate evaluation information 
to various clientele 
a. Sabah Dept. of Agric. leaders/senior 
officers 
b. Political leaders 
c. Farmcr/community leaders 
d. Agric. organizations i agencies 
1 2 3 4 5 C5) 
12 3 4 5 (76) 
ether (if any) 
Other (if any) 
Competency Area VI — Sociml Values and Stroctore 
(77) Determine the social structure 1 2 
of a village, community, or district 
(78) Identify the leadership pattern 1 2 
existing in a village or community 
(70) Visit and become acquainted with 1 2 
community leaders and community members 
(80) Familiarize one's self with the value, 1 2 
beliefs, norms, attitudes, and 
aspirations of people 
(SI) Establish working and cooperative 1 2 
relationships with individual 
farmers/homecakers groups 
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1 = Sot important 
2 = Slightly ioportant 
3 = Moderately important 
4 H Important 
5 z Very important 
1 ' So need for more training 
2 * Slight need for «ore training 
3 3 Moderate need for more training 
4 « High need for more training 
5 * Very high need for more training 
Colnmo A 
(Level of Importance) 
to Ertmcion CoBpetency 
Coiian B 
(Level of Need for) 
Further Training 
(82) Participate in cosaunity organizations 
and events 
I 2 3 4 S 
S (S3) Utilize channels of comaunicat ions 
existing within a community 
5 (S4) Identify factors that can influence 
farmers/homcmaters to become involved 
5 (85) Influence farmers/hocemakers to accept 
change 
S (86) Other (if any) 
I 2 3 4 S 
1 2 3 4 5 
Competexicy Area VII — Personal Bevelopnent 
(87) Identify opportunities for professional 
development 
(88) Attend and actively participate 
in relevant inservice training 
activities available to you 
(89) Evaluate personal strengths and 
weaknesses as an extension agent 
(90) Collect and use professional technical 
publications that will help you keep 
up to date and grow professionally 
(91) Share inforcation and relevant 
literature with other colleagues 
(92) Other (if any) 
(93) Other (.if any) 
Cotepetcncy Areas I, II, III, IV, V, VI and VII — Overall Dimensions 
4 5 (1) Extension organization and administration I 
4 S (3) Extension commun i cat ions and teaching 1 
4 5 (4) Extension teaching 1 
S  ( S )  Evaluation of extension programs 
and activities 
4 S  (6) Social values and structure 
4 5 (7) Personal development 
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SECTION II: DELIVEE? SYSTEM FOR INSESVICE TSAINING 
A. Inservice training for Asriccltnral TecfaniciBos (ATs) can be conducted in several ways. 
Please respond by circling the number which best represents your level of preference for 
each of the following methods 
Scale 
1 c No preference 
2 « Slight preference 
3 = Moderate preference 
4 = High preference 
5 = Very high preference 
Delivery Method L^»el of preference 
1. Fortnightly trainings (1 djiy) — One day training sessions held 1 2 3 4 5 
at each district once in every two weeks (what has been practiced 
under the Training and Visit system) 
2. Centralized sbort-tera courses/workshope (a. few àa-jv ap to 2 weeks): 
i. To be held at the Sabah Agricultural Training Center (ATC) in 1 2 3 4 S 
Timbang Menggaris or the Agricultural Extension Unit (ESU) complex 
i n Tuaran 
ii. At divisional/regional level to be held at the Divisional I 
Agricultural Extension Office (Kota Kinabalu, Kudat, Sandakan, Tawau, 
or Keningau) or at a Regional Rural Training Center (RTC) 
3. Centralized, long-ter» courses/workshops (more than 2 weeks) — 1 
Courses of longer duration to be held at the Agricultural Training 
Center (ATC) in Timbang Menggaris 
4. Correspondence costrses — An individualized style of learning 1 
through correspondence courses 
5. Edxicational programs in vidéocassette — Educational programs 1 
are to be produced into vidéocassette tapes and distributed to every 
district extension office 
6. Educational programs in closed-circait television via satellite — 1 2 3 4 S 
Educational programs are to be transmitted to communications satellite 
and then received by television receivers at each district extension office 
(This is a delivery method which can be possible in Sabah in the future) 
7. Other method (Please specify) 12 3 4 5 
3. Inservice training for Agricultural Technicians (ATs) as currently 12 3 4 5 
offered/practiced by the Sabah Department of Agriculture should be continued 
0. Provision of inservice training by other agencies/organizations, 12 3 4 5 
in addition to the Sabah Department of Agriculture, should be implemented 
If desired, please name those other agencies/organizations: 
3 .  
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SECTîOn III: OEICGSAPHIC DATA 
Instroctions: Please fill in the blank or check (/) your choice under each item 
A. Name of the district/sub-district where you are currently wor-ing: 
3. Hour old are you? 
(1) 21 - 25 (4) 36 - 40 
(2) 26 - 30 (S) 41-50 
(3) 31 - 35 (6) 51 or mere 
C. How long have you been working in extension? years 
D. What is the title of your current position? 
(1) Prin-:ipal Agricultural Officer (PAO) 
(2) Senior Agricultural Officer (SAO) 
(3) Agricultural Officer (AO)/Land Development Officer (LDO) 
(4) Senior Assistant Agricultural Officer (SAAO)/Assistant 
Agricultural Officer (AAO)/Assistant Land Development Officer (ALDO) 
(5) Senior Agricultural Technician (Senior Agricultural Assistant (SAA)/ 
Senior Hoae Demonstrator (SHD)/Agricultural Assistant (AA)/ 
Home Demonstrator (HD)/Research Assistant (RA) 
(6) Agricultural Technician (Junior Agricultural Assistant Special Grade 
(JAA SG)/Junior Agricultural Assistant ( JAA)/Junior Hoae Deiaonstrator (JHD)/ 
Junior Research Assistant (JRA)/Pupil Junior Agricultural Assistant (PJAA)/ 
Assistant Home Demonstrator (AHD)/Pupil Junior Farmers Assistant (PJFA)/ 
Recorder/Mandor 
(7) Other (please specify) 
E. What is your highest educational level? 
(1) Completed Primary Six 
(2) Sabah Junior Certificate of Education (JCE)/Malaysia Lower Certificate 
of Education (LCE)/Sijil Rendah Pclajaran (SRP) 
(3) Caabridge Cverseas School Certificate (OSC)/«ialuyiiian Certificate of 
Education (MCE)/Sijil Pelajaran Malaysia iSPM) 
(4) Agricultural Certificate from Rural Training Center (RTC) 
(5) Agricultural Vocational Certificate from Sabah Agric. Institute (IPS)_ 
(6) Diplosis in Agriculture 
(7) Bachelor's degree 
(S) Master's degree 
(9) Other (please specify): 
If you are an Agricultural Technician, what is your major area of responsibility? 
(1) Agriculture; 
(2) Home Economics: 
G. If you are an Agricultural Technician, how many farmers/ homemakers groups and 
households are you responsible for in your extension area? 
(1) Farmer/homemaker groups: 
(i) 0 - 3 (iv) 10 - 12 
(ii) 4 - 6 (v) 13 or more 
(iii) 7 - 9 
(2) Households: 
(i) 0-30 (iii) 61 - 90 (v) 121 - 150 
(ii) 31 - 60 (iv) 91 - 120 (vi) 151 or more 
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n. II you are an Aericoltoral Technician, what 
groups you visit weekly? 
( 1 ) 0 - 3  (3) 7 
<2) 4 - 6 (4) 10 
IS the average number of faruer/hoiieisaker 
- 9 ((5) 13 or more 
- 12 
I. If you have other comments or suggestions, please note them in the space below: 
Please check to be sure you have responded to all items! 
Thank yon for your help in filling out this qacstionnaire 
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APPENDIX E: SURVEY QUESTIONNAIRE (MALAY) 
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Ndmbor Zod: 
SATO PENILAIAM EEATAS EEPEKUJAH-EEPBSLDAN LATIHâS DALêM PEESHIDKATAN TANG BESSAîTAJi 
DSNGAN P20SE3 PEIBELAJAEAN BAGI PARA AG EN PENGEUBANGAN BAHAGIAN LUAE SEPEETI YANG 
OITANGGAPCAK OLES EAKITAKGAN PENGEUSANGAN HI JABATAK PESTANIAN SABAH, MALAYSIA 
Tujuan kajian ini adalah untuk mengenalpasti keperluan-teperluan latihan 
dalaa pcrkhidaatan yang berkaitan dengan proses pembe1ajaran bagi para agen pcngembangan 
bahagian luar sepcrti yang ditanggapkan oleh para agen pcngembangan berkenaan dan juga 
oich para penyelia nereka disetiap daerah di Negeri Sabah, Malaysia. Hasil kaj ian ini 
kelak akan mengenalpasti bidang-bidang latihan perkhidmatan yang diperlukan yang 
berhubungan dengan proses pembe 1 a j aran unt'uk. para agen pcngembangan bahagian lizcir. 
Seterusnya, aaklumat ini nanti akan dapat digunakan oleh para spesialis dan pentadbir 
pengembangan negeri untuk membentuk program-program latihan dalam perkhidmatan yang 
berguna. 
Arahan—Arahan Am 
1) Si la lengkapkan semua bahagian borang soalselidik ini. 
2) Si la ingat bahawa jawapan-jawapan yang diperlukan tidak ada yang betul at au salah. Oleh 
itu, berikanlah pendapat an da yang terbaik dan ikhlas. Jawapan-jairapan an da a hendaklah 
menggambarkan perasaan-perasaan dan kercayaan-kercayaan anda sendiri. 
3) Si la asbil perhatian bahawa ada diantara perkara-perkara yang disenaraikan mungkin 
kelihatan serupa atau berulang-ulang (repetitive). Ini ada1ah disengajakan untuk melihat 
variables-variables tertentu secara bebas. 
4) Ingin diberitahukan juga baha-s semua borang-borang soalselidik ini akan diperiakukan 
secara sulit (confidential). Tidak akan ada percubaan untuk mengenalpasti responden-
responden, dan semua maklumat diperolehi akan diperiakukan sebagai maklumat-maklumat 
kumpulan (group data). 
5) Bagi para pegawai penyelia pcngembangan (yakni.Ketua Pegawai Pertanian, Pegawai 
Pertanian Kanan, Pegawai Pertanian, Pegawai Peabangunan Tanah, Penolong Pegawai Pertanian 
Kanan, Penolong Pegawai Pertanian atau Penolong Pegawai Peobangunan Tanah), sila ambil 
perhatian bahawa jawapan-jawapan an da kepada borang soalselidik ini hendaklah berdasarkan 
keatas apa yang anda rasakan (perceived) sebagai keper1uan-keper1uan latihan dalam 
perkhidmatan bagi para agen pengembangan beiiagian luar (yakni, KJP, KHD, JP Pengembangeun 
dan JP Pembangunan Keluarga Tani) dan bukan keperluan-keperluan latihan untuk anda. 
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SEICSTEK I: BIDANG-BIDANG KBCBKAPAÎÎ &AGI LA71HAK OATJiU PEKBICMATAX 
Arahan~arahan : 
Discn&raikan dibawah ini adalah merupakan kccekapan yang telah dikenalpasti sebagai 
mustahak dalaa kerja-kerja pengcabangan. Sila baca setiap perkara dengan teliti dan 
bulatkan noabor dibawah ruangan berkenaan yang menyatakan perasaan at au pendapat terbaik 
anda tentang tingkat atau sejauhsana austahaknya (Ruangan A) dan tingkat atau sejauhaana 
kcpcrluan anda untuk aendapatkan latihan (Ruangan B) bagi perkara tersebut. 
i) Koangaa A (Tingkat Mastahak/Kcpcntingaa) — Dalaa ruangan ini, sila bulatkan 
nonabor yang oenyatakan tingkat kepentingan atau sejauhaana austahaknya perkara Ckecekf^^-rn) 
itu kcpada anda dalaa anda menjalankan tugas dan tanggungjavab anda sebagai seorang agen 
pengcobangan bahagian luar. Sila bulatkan nombor yang anda pilch mengikut skel berikut: 
1 = Tidak mustahak 
2 s Sedikit mustahak 
3 = Sederhana mustahak 
4 = Mustahak 
5 = Sangat mustahak 
ii) Rizsngan B (Tingkat Keperluan czntisk Latihan Lanjatan) — Dalas ruangan ini, 
sila bulatkan nombor yang nenyatakan akan keperluan anda pada masa kini akan latihan dalam 
perkara (kecekapan) tersebut. Sila bulatkan nombor yang anda pileh dengan menggunakan skel 
berikut; 
I ; = Latihan lanjutan tidak diperlukzn 
(yakni, latihan diperolehi sudah oencutupi) 
2 : = Latihan lanjutan sedikit diperlukan (slightly 
needed) 
3 : = Latihan lanjutan sederhana diperlukan (esoderately 
needed) 
4 : = Latihan lanjutan sangat diperlukan (highly needed) 
S : = Latihan lanjutan sangat-sangat diperlukan 
(very highly needed) 
Contoh 
Ruangan A Knangan B 
(Tingkat Kepentingan/MustahaJc) (Tingkat Kep^rluan untuk) 
Kepada Pengembangan Kccekapan Latihan lanjutan 
: 2 3 4 s : 1) r«enyediakan huraian/rencana 1 2 5 4 5 
kerja (job description) 
1 = Tidak sustahak 
2 = Sedikit sustahaJ^ 
3 = Sederhana austahak 
4 = Mustahak 
5 = Sangat mustahak 
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2 = 
3 = 
4 = 
5 = 
Latihan lanjutan tidak dipcrlutan 
Latihan lanjutan sedikit diperlukan 
Latihan lanjutan sederhana dipcrlukan 
Latihan lanjutan sangat diperlukan 
Latihan lanjutan sangat-sangat diperlukan 
Erongmi A 
(Tingkat Kcpentingan/Uustahak) 
Kepada Pengeabangan Eecckapoo 
Enangaa B 
(Tingkat Keperluan untuk) 
Latihan Lanjutan 
Bidasg Cccetapen I — Orgsnisa&i dsn Pentadbiran Pensnafwrigiin 
3 4 
12 3 4 
1 2 
I 2 
3 4 
3 4 
(1) Memahaai struktur susunan (organisasi) 
Jabatan Pcrtanian Sabah pada kescluruhanr.ya 
(2) Memahami susunan struktur Cawaiigan 
Pengcmbangan Jabatan Pcrtanian Sabah 
(3) Meniahaœi pcranan (mission) perkhidmatan 
pengcmbangan Jabatan Pcrtanian Sabah 
(4) Memahani undang-undang dan pcraturan-
peraturan dalam perkhidmatan awam Sabah 
(5) Ueoahaini dengan jelas akan polisi-
polisi, matlamat-matlajaat, dan objcktif-
objektif Jabatan Pcrtanian Sabah 
(5) Memahaai dengan je las akan tugas-tugas 
an da 
(7) Me*Tjjudkan hubungan kerja yang baik 
dengan kakitangan pengcmbangan yang lain 
(S) Mengikut/mcmatuhi saluran-saluran 
pentadbiran dan perhubungan yang betul 
(9) Mengikut/mcmatuhi prosedur-prosedur 
pentadbiran yang telah ditetapkan (sepcrti 
penggunaan kenderaan,penggunaan alat-alat 
kcicngkapan, dan penyediaan laporan) 
4 S 
4 S 
4 S 
4 5 
4 5 
4 5 
4 5 
3 4 5 (10) Menyelaras penggunaan alat-alat kcicngkapan,1 
kcicngkapan kemudahan-kemudahan dan suaber-
sumber dengan para agen pengesbangan yang 
Iain 
4 5 
(11) Menycdia, mengumpul dsn mcnyusun laporan-
laporan (yakni, laporan-laporan mingguan, 
dua cir.gguan, bulanan, sukutahunan, 
sctcngah tahunan, dan tahunan) 
1 4 S 
(12) Menyedia belanjawan untuk rancangan-
rancangan kerja tahunan 
(13) Mentaksir/mcnganggarkan juailah bahan- I 
bahan sumber untuk kegiatan-kegiatan program 
(14) Menghadiri dan menyertai dengan aktif I 
dalam mcsyuarat-mcsyuarat kakitangan 
4 5 
5 
5 (IS) Menguruskan masa dengan bcrkesan 
S (15) Menulis/mcnycdiakan 1aporan-1aporan yang 
betul, tepat dan bcrkesan 
4 S 
4 5 
(17) Lain-lain (jika ada) 4 5 
1 = Tidak austahaJc. 
2 « Sedikit mustahak 
3 = Sederhana custahak 
4 3 Mustahak 
5 = Sangat mustahak 
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1 3 Latinan lanjutan tidak dipcrlukan 
2 = Latihsji lanjutan sedikit dipcrluksn 
3 = Latihan lanjutan sederhana diperlukan 
4 c Latihan lanjutan sangat diperlukan 
5 = Latihan lanjutan sangat-sangat dipcrlukan 
Eoangan A 
(Tingkat Kepentingan/iiustahak) 
Kepada Pengembangan Koceiapaa 
Rzjaagaa B 
(Tingkat Kepcrluan untuk) 
Latihan Lanjutan 
Bidaog tccckapan II — Pcrancangan dan Peabsnscnan Program 
S (IS) Menguinpul dan menggunakan taakluaat- 1 2 
oakliunat dan bahan-bahan bacaan yang ada 
tentang daerah anda bertugas 
5 (19) MengJcaj i (laempclajari ) tentang sesuatu 1 2 
tinjauan pertanian (agricultural survey) 
yang dijalankan di Sabah 
S (20) Menjalankan penilaian masalah atau 1 2 
kehendak (need or problem assessment) 
ditcmpat dimana anda ditugaskan 
5 (21) Menycdia/oenbentuk borang soalselidik 1 2 
untuk tinjauan kepcrluan (kehendak) 
para petani/surirumah 
S (22) Menjalankan teauduga untuk aendapatkan 1 2 
makluaat-Bakluaat yang berguna untuk 
tujuan-tujuan program 
S  (23) MengenalpSLSti akan para ahli professional 1 2 
(yakni, mereka yang berpengetahuan sesuai 
dan berpengalaaan) yang boleh meabantu dalasi 
perancangan dan kegiatan-kegiatan program 
S (24) Mengenalpasti orang-orang terpenting dan 1 2 
berpcngaruh dalaa masyarakat (koaaiuniti) 
untuk terlibat dalam pengenalanpasti 
kehendak-kehendak dan masalah dan dalaa 
perancangan program 
S (2S) Menilai/mentaksir sumber-sumber. 1 2 
kcicudahan-kemudahan dan perkhidmatan-n 
perkhidmatan tempatan yang ada 
5 (26) Membentuk rancangan-rancangaji program 1 2 
pengembangEin untuk jangka panjang 
(yakni, yang menjangkau masa melebihi 
2-3 tahun) 
4 S (27) Membentuk program kerja tahunan 
4 S (28) Menyedia/membentuk jadual kerja 
mingguan dan bulanan 
(29) Membentuk/menentukan objektif-objektif 
dan mat lamat-matlamat program untuk 
jangka pendek dan psinjang 
(30) Mengubah/menterjemah maklumat penilaian 
kehendak (needs assessment information) 
kepada penyata masalah yang uoum 
(general problem statement) 
1 2 5 (31) Menentukan keutamaan-keutamaan program 12 3 4 5 
(programming priorities) 
1 = Tidak mustahak 
2 = Sedikit austahak 
3 s Sederhana mustahak 
4 = Mustahak 
5 = Sangat mustahak 
173 1 « 
2 = 
3 
4 = 
5 « Latihan lanjutan sangat-sangat diperlutan 
Latihan lanjutan tidak diperlukan 
Latihan lanjutan sedikit diperlukan 
lanjutan sederhana diperlukan 
lanjutan sangat diperlukan 
Latihar 
Latihan 
Esansao A 
(Tingkat Kepentingan/Uustahak) 
Kepada Pengecbangan Cecekapan 
Soaasan B 
(Tingkat Keperluan untuk) 
Latihan Lanjutan 
1 2 3 4 5 (32) Meabentuk/senentukan keutamaan-keutamaan 1 
prograai dipcringkat tciapatan (local) yang 
bersesuaian (selaras) dengan keutamaan-
keutaoaan negara/negeri 
1 2 3 4 5 (33) Mengaitkan/aenghubungkan objektif-objektif 1 
negara/negeri dengan program-program 
pengeabangan 
1 2 3 4 5 (34) Membentuk/menyusun jairatankuasa perancangan 1 
program (prograc plsmning cocmittee) yang 
berkesan 
1 2 3 4 5 (35) Lain-lain (jika ada) 1 
Bidang Eecekapen III — Perhubon^an Pengeabangan 
dan Cara—Cara. (Uetode—Itetode) Pengajaraa 
12 3 4 5 (36) Membentuk dan menggunakan oaklucat-oaklumat 12 3 4 5 
(mesej-mesej) pengeabangan yang bersesuaian 
dengan kehendak-kehendak, ninat-ninat dan 
kebo1ehan-kebo1ehan para penerima 
1 2 3 4 5 (37) Membentuk dan menggunakan maklumat-maklumat 12 3 4 5 
(mesej-mesej) pengembangan yang bersesuaian 
dengan media dan kaedah perhubungan yang 
dugunakan 
12 3 4 5 (38) Membentuk rancangan perhubungan (yakni, 12 3 4 5 
rancangan yang termasuk jadual media 
perhubungan yang akan digunakan, bila 
ianya digunakan (timing), dan para 
penerima yang akan ditujukan) 
1 2 3 4 5 (39) Msmahami dengan je las (mendalam) tentang 1 2 3 4 5 
Eumber-suober maklumat yang ada didalam 
dan diluar Jabatan Pertanian 
(40) Menggunakan teknik-teknik mengajar yan: 
terpileh: 
12 3 4 5 a. Denonstrasi keputusan 12 3 4 5 
(result demonstration) 
12 3 4 5 b. Demonstrasi kaedah 12 3 4 5 
(metliod demonstrat ion ) 
12 3 4 5 c. Syarahan (lecture) 12 3 4 5 
12 3 4 5 d. Mengajar secara individu 12 3 4 5 
(individual instruction) 
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I = Tidak austahak 1 « Lat ihsn lanjutan tidak diperlukan 
2 = Sedikit mustahak 2 . Latihan lanjutan sedikit diperlukan 
3 : Scderhana mustahak 3 = Lat ihan lanjutan sederhana diperlukan 
4 : Mustahak 4 = Lat ihan lanjutan sangat diperlukan 
5 : Sangat austahak Lat ihan lanjutan 
1
 
I 1 3 
KoangBQ â Suangsc B 
(T ingkat Kepcntingan/Uustahak) (Tingkat Kepcrluan untuk) 
Kepada Pengeabangan Cccckapsn Latihan Lanjutan 
(41 ) Menggunakan teknik-teknik kuatpulan: 
12 3 4 5 a. Buzz session (teknik diaana para 1 2 3 4 5 
peserta dibahagi kepada kumpulan-
kuapulan kecil dan berbincang 
sccara serentak) 
1 2 3 4 5 b. Brainstorming (teknik dicpena 12 3 4 5 
para peserta iminta senyatakan 
pendapatnya tentang sesuatu masalah 
tidak kira valaupun pendapat itu 1 2 3 4 5 
mungkin tidak munasabah) 
12 3 4 5 c. Perdebatan (debate) 12 3 4 5 
12 3 4 5 d. Perbincangan aa (general discussion) 12 3 4 5 
12 3 4 5 e. Perbincangan panel (teknik dimana 12 3 4 5 
sekumpulan kecil terdiri dari beberapa 
orang berbincang tentang sesuatu topik 
nanakala para peserta mendengar) 
12 3 4 5 f. Role-playing 12 3 4 5 
12 3 4 5 g. Projek-projek kuapulan (group projects) 12 3 4 5 
1 2 3 4 5 h. Simposium (teknik diaana ceramah-ceramah 
rengkas diberikan cleh dua orang atau 
iebih dan diikuti dengCJi perbincangan 
dan soaljawab) 
1 2 3 4 5 i. Pert emuan /me s yuar at -me s yuara t kuapulan 1 2 3 4 5 
berbentuk formal (formal group meetings) 
(42) Menyedia dan menggunakan aiat-alat bantuan 
pandang dengar (visual aids): 
12 3 4 5 a. Handouts dan leaflets 12 3 4 5 
12 3 4 5 b. Carta-carta & poster-poster 12 3 4 5 
1 2 3 4 5 c. Papain hitaa (chalkboard) 
12 3 4 5 d. Benda-benda sebenar dan model-model 12 3 4 5 
(models and real objects) 
12 3 4 5 e, Papan-papan kenyataan dan 12 3 4 5 
P SiM4 c r a 4»—p as c r an 
1 2 3 4 5 f. Papan flannel (flannel boards ; 1 2 3 4 5 
(43) Menggunakan aiat-alat/j entera-j entera 
pembelajaran: 
1 2 3 4 5 a. Slaid dan keratan-keratan filem 1 2 3 4 5 
(slides and film strips) 
12 3 4 5 b. Overhead projector 12 3 4 5 
12 3 4 5 c. Audio tape recorder 12 3 4 5 
1 2 3 4 5 d. Wayang gambar (sound and motion 1 2 3 4 5 
pictures) 
1 2 3 4 5 e. Video 1 2 3 4 5 
(44) Menyediakan bahan-bahan digunakan dengan 
aiat-alat pembelajaran: 
1 2 3 4 5 a. Slaid 1 2 3 4 5 
12 3 4 5 b. Overheads atau transparencies untuk 12 3 4 5 
overhead projector 
12 3 4 5 c. Skrip untuk rancangan-rancangan audio. 12 3 4 5 
wayang gambar dan video 
1 = Tidak mustahak 
7. = Sedikit mustahak 
3 = Sedcrhana raastahr.t 
4 = Mustahak 
5 = Sangat mustahak 
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1  •  
2 = 
Latihan lanjutan tidak dipcrlukan 
Latihan lanjutan sedilcit dipcrlukan 
3 : Latihan lanjutan sederhana dipcrlukan 
Latihan lanjutan sangat dipcrlukan 
Latihan lanjutan sangat-sangat dipcrlukan 
Koangaa A 
(Tingkat Kcpentingan/Uustahai) 
Kepada Pengeabangan Eecekapas 
Koaagao B 
(Tingicat Keperluan untutj 
Latihan Lanjutan 
(45) Mengstur/aenyusun dan aenggunaksn suaber-
sumber masyarakat (coamuiity resources): 
1 2 3 4 5 a. Kunjungan-kunjungan dan lawatan-lawatan 1 2 3 4 5 
ke ladang (tours and field-trips) 
12 3 4 5 b. Orang-orang yang boleh dijadikan suaber 12 3 4 5 
(resource persons) 
12 3 4 5 c. Pertubuhan-pcrtubuhan peladang (farmer 12 3 4 5 
organizations) 
12 3 4 5 d. Kuapu1an-kuapu1an dan pertubuhan- 12 3 4 5 
pertubuhan masyarakat (comxunity 
orgEuiizations and groups) 
12 3 4 5 e. Jawatankuasa-jawatankuasa penssihat 12 3 4 5 
advisory committees) 
1 2 3 4 5 f. Ladang-ladang deiaonstrasi 1 2 3 4 5 
(demonstration farms) 
(45) Menyedia dan menggunakan teknik-teknik media 
massa: 
1 2 3 4 5 a. Radio 1 2 3 4 5 
12 3 4 5 b. Audio tapes 12 3 4 5 
12 3 4 5 c. Suratkhabar 12 3 4 5 
12 3 4 5 d. Surat-surat pckcliling 
12 3 4 5 e. Ucapan-ucapan umum (public speeches) 
12 3 4 5 f. Pertunjukan-pertunjukan ladang ) 
12 3 4 5 g. Kempen-kempen pertanian 
1 2 3 4 5 (47) iienjalankan lavatan-lawatan ke ladang 1 2 3 4 5 
dan ke rumah yang berkesan 
12 3 4 5 (48) Uenambahkan kebolchan dalam memberi ucapan 12 3 4 5 
dikhalayak ramai (increase public speaking 
abi1ity) 
1 2 3 4 5 (49) Lain-Iain (jika ada) 1 2 3 4 5 
1 2 3 4 5 (50) Lain-lain (jika ada) 1 2 3 4 5 
1 2 3 4 5 (51) Lain-lain (jika ada) 1 2 3 4 5 
Bidang Eecekapan IV — Pengajaran Pengcabangan 
(52) Uembentuk rancangan mengajar 
(teaching plan) yang berdasarkan kepada 
analisa keadaan. oasalah—oasalah ditemui 
dan kehendak-kehendak peneriiaa 
(53) Menentukan akan tujuan dan penekanan 
(thrust) bagi sesuatu kegiatan mengajar 
(54) Mengumpui dan mengkaji bahan-bahan 
rujukan dan maklumat-oaklumat yang 
berkaitan dengan topik yang hendak 
diajar 
1 = Tidak mustahalc 
2 = Scdikit must&hak 
3 = Sederhana austahafc 
4 = Uustahak. 
5 s Sangat nustahak 
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1 * Latihar. lazijutan tidak diperlukan 
2 « Latihan lanjutan scdikit diperlukan 
3 > Latihan lanjutan sederhana. diperlukar. 
4 = Latihan lanjutan sangat diperlukan 
5 a Latihan lanjutan saagat-sangat diperlukan 
Knangan A 
(Tingkat Kepentingan/Mustahak) 
Kepada Pengeabangan grrrknpnn 
Zaagan B 
(Tingkat Keperluan untuk) 
Latihan Lanjutan 
(55) Uenyedia/sicngatur kcaflnan-kcadaan 12 3 4 5 
(situasi-situasi peabclajaran yang 
bersesuaian dan berzakna (yakni,keadaan 
dinana adanya seoua unsur-unsur pcrlu 
untuk mcnggalakkan pembclajaran seperti 
sipengajar, sipeobelajar, subject matter, 
bahan-bahan untuk aengajar, dan alat-alat 
peralatan dan kemudahan-keaudahan fizikal) 
(56) Menyedia/nengatur aktiviti-aktiviti 12 3 4 5 
peabelajaran yang berguna/bermakna (yakni, 
aktiviti-aktiviti pembelajaran dalas oana 
sipetani/suriruasah dapat menperolehi makna 
dan kefahaman yang je las dengan melihat, 
mendengar, dan nelakukan sendiri apa yang 
dipelajari 
(57) Membentuk/nenentukan objektif-objektif 12 3 4 5 
peabelajaran yang boleh dikira (dinilai) 
untuk menbantu anda mengajar 
(5S) Membentuk dan menguspul bahan-bahan 12 3 4 5 
mengajar untuk digunakan dalaœ kegiatan 
mengajar 
(59) Meniieh prosedur-prosedur mengajar yang 12 3 4 5 
bersesuaian untuk mcmastikan kefahssan, 
motivasi. dan asalan sipembelajar 
(petani/surirumah) 
(60) Meopelajari/menerokai si fat-si fat orang 1 2 3 4 5 
denrasa sebagai para pcmbelajar (learners) 
(61) Memileh dan menggunakan prosedur-prosedur 12 3 4 5 
mengajar-belajar yang sesuai untuk 
menggalakkan pembelajaran oleh orang-orang 
dewasa 
(52) Mengatur untuk penggunaan alat-alat 12 3 4 5 
peralatan (equipment), tanaman-tanaman. 
bekalan-bekalan (supplies), pengangkutan, 
orang-orang suaber,lawatan-lawatan ke 
ladang, dan sunber-sumber penting yang lain 
(63) Menerang/nenjelaskan istilah-istilah 12 3 4 5 
teknikal yang susah (kompleks) kepada 
petani/surirumah dalam bahasa/istilah 
yang mudah difahami 
1 = Tidak mustahak 
2 3 Sedik.it austahak 
3 = Sedcrhana. sustahak 
4 » Mustahak 
5 = Sangat oustaiiak 
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1 « Latihan lanjutan tidak diperlukan 
2 = Latihan lanjutan sedikit diperlukan 
3 = tatihan lanjuton sederhana diperlukan 
4 c Latihan lanjutan sangat diperlukan 
5 « Latihan lanjutan sangat-sangat diperlukan 
Esansaa A 
(Tingkat Kepentingan/Mustahak) 
Kepada Pengeabangan Cecekapoa 
B 
(Tingkat Keperlnan untuk) 
Latihan Lanjutan 
aidons Iccckapam V — Penil&xaa Leatas Prosraa-Prosraa 
dan Zegiatao-ZegiatrTX P=5=b=5= 
(65) Mesahasi dengan mcndalaa akan prinsip- 1 
prinsip dan cara-cara untuk laenilai prograc-
prograz dan aktiviti-aktiviti pengeabangan 
(66) Mcnggunakan tcknik-tcknik pcngumpulan makliaaat 
yang formal: 
a. Borang soalsclidik (survey questionnaire)1 
b. Tenuduga (interviews) 
c. Jawatankuasa penasihat (advisory 
committees) 
d. Kajian-kajian kes (case studies) 1 
(67) Mcnggunakan tekjiik-teknik. naklumat yang 
tidak foraa.1: 
a. Pcacrhatian (observations) 1 
b. Pertemuan/mesyuarat kuspulan yang 1 
tidak formal (informal group meetings) 
c. Perbincangan-perbincangan (discussions) 1 
(68) Menyediakan satu senarai faktor-faktor 
melalui mana kejayaan atau kegagalan 
sesuatu aktiviti atau program pengeabangan 
dapat dinilai 
1 
(69) Mengesan (monitor) aktiviti-aktiviti 1 
program pengeabangan dan membuat 
pengubahsuaian-pengubahsuaian yang perlu 
(70) Menganalisa dan aenginterpretasi 1 
hasil-hasil penemuan dari aktiviti-
aktiviti penilaian 
(71) Mengkaji semula (review) dan mengubahsuai 1 
aktiviti-aktiviti dan prograa-prograo 
pengeabangan berdasarkan kepada hasil-hasil 
penemuan dari aktiviti-aktiviti penilaian 
f72) Menjalankan penilaian ke atas program- 1 
program pengeabangan secara setiap tahunan 
I 73) Menyedia dan mengumpul laporan-laporan 1 
tentang hasil-hasil penemuan aktiviti-
aktiviti penilaian 
(74) Menyalurkan maklumat-maklusat penilaian yang 
diperolehi kepada berbagai-bagai pencrima: 
a. Para pegawai kanan Jabatan Pertanian 1 
Sabah 
b. Para peniapin politik 1 
c. Para pemimpin nasyarakat atau petani 1 
d. Pertubuhan-pertubuhan dan agensi-agensi I 
pertanian 
4 5 (75) Lain-lain (jika ada) 
4 S (76) Lain-lain (jika ada) 
1 = Tidax mustahak 
2 = Sedikit mustahak 
3 5 Sederhans must&hak 
4 s Mustahak 
5 » Sangat mustahak 
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1 = Latihan lanjatan tidak diperlukan 
2 z Latihan lanjutan Ecdikit diperlukan 
3 > Latihan lanjutan scdcrhana diperlukan 
4 = Latihan lanjutan Eangc.t diperlukan 
5 s Latihan lanjutan sangat-san^at diperlukan 
iStaagaa A 
(Tingkat Kepentingan/Mustahak) 
Kepada Pengenbangan Kecckapoo 
Ennsaa B 
(Tingkat Kcperluan untuk) 
Latihan Lanjutan 
Bitting Cccekapan VI — Kilai—Kil&i dan Sroktur Maayarmjcat 
S (7?) Mengkaj i dan nemahaai struktur taasyarakat 1 
bagi scsuatu kaapung, kanrasan atau daerah 
S  (78) Mengenalpasti rupabentuk kepinpinan yang 1 
^Tijud dalam suatu kaapung atau masyarakat 
5 (79) Melawat dan eenjalinkan hubungan erat 1 
dengan para peaiapin casyarata; scrta 
para ahli masyarakat 
5 (80) Membiasakan diri dengan nilai-nilai, I 
kepercayaan-kepercayaan, noma-no ma, 
sikap-sikap dan aspirasi-aspirasi 
taasyarakat tempatan 
S (SI) Mewujudkan hubungan kcrja dan kcrjasaoa I : 
dengatn para individu petani/surirumah dan 
juga dengan kumpu1an-kuapu1an petani/ 
suriruaah 
S (82) Menyertai dalax kegiatan-kegiatan dan 1 : 
pertubuhan-pertubuhan masyarakat 
5 (83) Menggunakan saluran-saluran perhubungan 1 : 
yang ada (wujud) dalaa sesuatu kumpuIan 
masyarakat (koamun i t i) 
S (84) Mengenalpasti faktor-faktor yang boleh 1 i 
mempengaruhi para petani/surirumah untuk 
melibatkan diri 
S (SS) Mempengaruhi para petani juririoiah untuk I i 
menerima perubahan 
(86) Lain-lain (jika ada) 
Bidang Kecekapan VII — Peabongunan Peribadi 
(87) Mengenalpasti peluang-peluang untuk 
perkembangan/peabangunan profesional 
diri anda sendiri 
(,SS) !.(enghadiri dan aenyertai dengan aktif 
aktiviti-aktiViti latihan dalaa 
perkhidjnatan yang sesuai untuk anda 
(89) Menilai kekuatan-kekuatan dan kelemahan-
keleœahan diri anda 
(90) ?r!engumpul dan menggunakan penerbitan-
penerbitan professional dan teknikal 
yang akan menbantu anda untuk menjadi 
'up-to-date' dan memperbaikki diri 
(91) Berkongsi maklumat dan bahan-bahan bacaan 
yang bersesuaian dengan teoan-teman sekerja 
yang lain 
1 = Tidak austahak 
2 = Sedikit nustahak 
3 = Sederhana sustahak 
4 = iihjstahak 
5 = Sangat austahak 
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1 « Lat 
2 = Lat 
3 = Lat 
4 X Lat 
han lanjutan tidak dipcrluian 
han lanjutan eedihit diperlutar. 
han lanjutan spdcrhana diperlukan 
han lanjutan sangat dipcrlukan 
5 = Latihan lanjutan sangat-sangat diperlukan 
SoaagBa A 
(Tingkat Kepentingan/Mustahak) 
Kepada Pengembangan Cccckapaa 
Kssngaa B 
(Tingkat Kepcrluan untuk) 
Latihan Lanjutan 
4 5 (92) Lain-lain (jika ada) 
4 S (93) Lain-lain (jika ada) 
12 3 4 5 
1 2 3 4 5 
Bidacg-fiidang Kecekapan I, il. III, IV, V, VI, dan VII — Sccaxa tlcnyclurah 
4 5 (1) Organisas: dan pentadbiran pengesbangan 1 
4 S (2) Perancangan dan pembangunan program 1 
4 5 (3) Perhubungan p-ngenbangan dan cara-cara 1 
(mctode-oetode) pengajaran 
4 S (4) Pengajaran pengcabangan 1 
4 S (5) Penilaian keatas program-program dan 1 
kegiatan-kegiatan pengembangan 
4 5 (6) Nilai-nilai dan struktur masyarakat 1 
4 S (7) Pembangunan pcribadi 1 
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SEtSYEN II: SI STEM PKYAMPAÎAM UWTCK LATÎEAH n*T.*W PEEEEIDMâTAK 
A. Latihan dalaa perichidmatan untuk para agea pcagcaibangan befaagiaa loar boleh dij&lankan 
dalam bebcrapa cara. Si la nyatakan kecenderunsan (minat ) anda kcatas cara-cara penyaspaian 
berilcut dengan aembulatkan noabor yang mcnyatakan tingkat kecenderungan anda (seorang agcn 
peagegbftngftn bahagian luar) terhadap cara penyaspaian berkenaan: 
Sfcgl 
1 = Tiada keccnderungan (No preference) 
2 =• Sedikit kecenderung::n (Slight preference) 
3 = Sederhana kecenderungan (Moderate preference) 
4 s Sangat cenderung (High preference) 
5 = Sangat-sangat cenderung (Very high preference) 
Cara Penyaapaian Tingkat Kecenderrmgan 
1. L&tihsn-iatzhan Dus. Uin^suan (1 baxi) — Sessi-sessi latihan 1 2 3 4 5 
selama satu hari diadakan disetiap daerah setiap dua minggu sekali 
(seperti yang diaaaikan sekarang nengikut sistea 2L) 
2. Karsus-hursus fasat Jangkn, PendckyBcngkcl-bcnskcl (Ccntr&lizcd. 
Short Courscs/Vorksbops) (Bchcrsps. /zari hingga, 2 mingga) 
i. Latihan pusat/bengkei yang diadakan di Pusat Latihan 12 3 4 5 
Pertanian (ATC) Tinbang Menggaris ataupun di Konpieks 
Unit Khas Pengembangan Tuaran 
ii. Latihan pusat/bengkel pada peringkat wilayah/bahagian yang 12 3 4 5 
diadakan di Pejabat Pertanian Bahagian (Kota Kinabaiu, Kudat, 
Sandakan, Tawau, atau Keningau) ataupun disalah sebuah 
Pusat Latihan Luarbandar (RTC) 
3. Karsus-kursus Fusat Jangkn, Panjaag (Lcbzh dari 2 minssn) — 1 2 3 4 5 
Kursus untuk jangkamasa yang lebih panjang diadakan 
di Pusat Latihan Pertajiicji (ATC), Timbang Menggaris 
4. KursQ&^kursus Korcsponden — Pembelajaran secara bersendirian 12 3 4 5 
(yakni, bukan berkumpulan) melalui kursus-kursus koresponden 
5. PrograM-pTogra/s Pembcl&jaran dalaat bcjstuk Pita-pitA Video — 1 2 3 4 5 
Program-program di has iIkan kedalaa pita-pita video dan kemuduan 
diedarkan kesetiap pejabat pertanian daerah 
6. ProgrsM-program PembclaJ&rsn di Television à^el&Jai Satelit -- 1 2 3 4 5 
Progra-program pembelajaran dipancarkan ke satelit perhubungan 
diangkasa dan kemudian liitcrima oleh peti-peti television 
disetiap pejabat pertanian daerah (sistea penyampaian seperti 
in: mungkin boleh dilakukan di Sabah disuatu hari nanti) 
7. I-sic-isin (si ls .  nys-t^iknn) :  1 2 3 4 5 
B, Latihan dalam perkhidmatan untuk para agen pengembangan bahagian 1 2 3 4 5 
luar seperti yang diamalkan/diberikan oleh Jabatan Pertanian Sabah 
sekarang hendaklah diteruskan 
C. Pemberian latihan dalam perkhidmatan kepada para agen pengembangan 12 3 4 5 
bahagian luar oleh agensi-agensi atau pertubuhan-pertubuhan yang lain, 
se lain dari Jabatan Pertanian Sabah, hendaklah dilaksanakan 
Jika ingin, sila berikan nama pertubuhan-pertubuhan/agensi-agensi 
berkenaan: 
3 .  
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SECSYEN III: MAZLDM&T-MàtLUKAT DEMOGRAFIK 
Arahaij: Si la isikan ruangan yang kosong atau tandakan (/) untuk setiap perkara yang anda 
pi leh: 
A. Naaa daerah/daerah kecil Jimana anda sekarang bertugas: 
B. Berapokah uaur anda sekarang? 
(1) 21 - 25 tahun (5) 41 - 50 tahun 
(2) 25 - 30 tahun (6) 51 tahun atau lebih 
(3) 31 - 35 tahun 
(4) 35 - 40 tahun 
C. Sudah berapa lamakch anda bertugas dalajD kerja-kerja pengetobangan? tahun 
D. Apakah nana (title) jawatan anda sekarang? 
(1) Ketua Pegawai Pertanian (PAO) 
(2) Pegawai Pertanian Kanan (SAO) _____ 
(3) Pegawai Pertanian (AO)/Pegawai Pembangunan Tanah (LDO) 
(4) Pen. Peg. Pertanian Kanan (SAAO)/Pen. Peg. Pertanian (AAO)/ 
Pen. Peg. Pembangur.a.n Tanah (ALDO) 
(5) Ketua Juruteknik Pertanian (SAA/SHD/AA/HD/RA) 
(6) Juruteknik Pertanian ( JAA SG/JHD SG/JAA/JHD/JRA/P JA.A./AHD/ 
PJFA/Jururekod/Mandor 
(7) Lain-iain (si la nyatakan) 
E. Jika anda seorang agen pengenbangan bahagian luar (yaini, jika anda seorang 
KJP/KHD/JP Pengenbangan/JP Pembangunan Keluarga Tani)), didaiaai bahagian manakah 
anda bertugas? 
(!) Pertanian: 
(2) Ekonomi Ruaahtangga: 
F. Apakah kelulusan tertinggi anda? 
(1) Lulus/taomat Darjah Enam 
(2) Sabah Junior Certificate of Education (JCE)/Malaysian Lower 
Certificate of Education I ICE)/Sij i1 Rendah Pelajaran (SRP) 
(3) Cambridge Overseas School Certificate (OSC)/Malaysian Certificate 
of Education (MCE)/Sijil Pelajaran Malaysia (SPM) 
(4) Sijil Pertanian dari Pusat Latihan Luarbandar (RTC) 
(5) Sijil Vosyenal Pertanian dari Institut Pertanian Sabah (IPS) 
(6) Diploma Pertanian 
!") Ijazah Sarjana Muda (Bachelor's degree) 
(3) Ijazah Sarjana (Master's degree) 
(9) Lain-iain (si1a nyatakan) 
3. Jika anda seorang agen pengenbangan bahagian luar (yakni. jika anda seorang 
JP Pengenbangan atau Jp Penbangunan Keluarga Tani), berapa banyakkah kumpu1an-kumpu1an 
t an i/kumpu1an-kumpu1an surirumah dan jumlah ahli (keluarga) yang anda beri khidmat nasi hat 
ditempat anda bertugas? 
(1) Junlah kumpu1an tani/surirumah: 
(i) 0 - 3 (iv) 10 - 12 
(ii) 4-6 (v) 13 atau lebih 
(iii) 7 - 9 
(2) Jumlah ahli (Jumlah Keluarga): 
(i) 0-30 (iii) 61 - 90 (v) 121 - 150 
(ii) 31 - 60 (iv) 91 -120 (vi) 151 atau lebih 
H. Jiks. anda. seorang agen pcngembangan bahaçian lusr (yakni, j ika anda scorang KJP/KHD/ 
JP Pengeabangan/JP Peabangunan Keluarga Tani), berapatah jumlah hitung panjang (average) 
jumlah kxjapulan tani/kuapulan surirumah yang anda lawati aalaa seminggu? 
(i) 0 - 3 (iv) 10 -12 
(ii) 4 - 6 (v) 13 at au lebih 
(iii) 7-9 
I. Jiko. a.-.da. ada toaen-koaien atau cadangan-cadangan, sila r.yatakan didalaa ruangan dibawah 
ini : 
Sila scMOk. untuk. acaastitan yaog anda telah aenjawab sesca per tara! 
Terisa kasih atas pcrtolongan anda dalaa Bcngisi borang soalselidik i n i .  
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APPENDIX F: HUMAN SUBJECTS RES&4RCH APPROVAL FORM 
Information fo? Review cf Rclldcrch involving Human Subjects 
Iowa Sïcîo Ursfvarsiiy 
(Pteas© type and use the attached instructions for completing this form) 
^ Assessment of Field-level Extension Agent Inservica Training Needs 
1. Title of Pmw'r Rel&tzd to the Educational Procoqg ag PoT-r^o-,-.7ow bv Extension Personnel 
—* tno wScan State OÏ MalaySxa 
2. I agree to provide the proper surveilhnce of this ;sojeci to insure that the righs and welfare of the human subjeos are 
protected. I will rqxat any adverse reactions to the cosimi:  ^ g> c changes in research {aocednres after the 
project has been SR%oved will be submitted to the committee fiarreview. lagreetore^H^renewalofjjjprovalforanyproject 
continuing m<se than one year. 
Abdul Rahim Awang 9/4/91 
TypcxiN'amecf Pnodptilmresijatar Dec «signar-w7^ Prmmyi 
Agricultural Education & Studies 223 Curtiss Hall 294-0901 
Ocacrtznect rAddim Csstpas Telcphcœ 
Signatures of other investigators Date Relationship to Princioal Investigator 
Dr. Rob^t A. Martin 5/4/91 Major Professor 
R&CE/p/ 
4. Principal Investigaior(s) (check all that a^jly) 
•'Faculty • Staff 13 Graduate Student • Uodergraduate Student 
5. Project (check all that apply) 
• Research Q Thesis w dissertation • Class project • Independent Study (490,590, Honors project) 
6. Number of subjects (complete all that apply) 
150 # Adults, non-students # ISU student # miners under 14 oiher (explain) 
# minors 14- 17 
7. Brief description of pn^xssed research involving human subjects: (See isstroctioiis, Item 7. Use an additional page if 
needed.) 
See 7 on attachment 
(PSease do not send research, thesis, or dissertatioo proposals.) 
8. Infonned Consent; • Signed informed consent will be obtained. (Attach a copy of your form.) 
S Modified informed consent will be obtained. (See instructions, item 8.) 
• Not applicable to this project 
185 
9. Confïdentialiiy of Dao: Describe below the meîhcds to be used z> essare the confidemiaiiîy of dais obainsd. (See 
iristnioians, item 9.) 
All code numbers will be removed upon receipt of the Questionnaires. All survey 
questionnaires will be destroyed after data has been collected from the respondents. 
10. What risks OT discomfcat will be part of the stody? Will subjects in the research be placed ai risk or incur discomfort? 
Describe any risks to the subjects and precaaâoas thai win be afces a rrtinimiT.*, them. (The coBcept of risk goes beyond 
physical risk and risks tc subjects' dignity ssd ^îf-respszt as well as psychological cr cmodGnal risk. See 
instructions, item 10.) 
There will be no risks or discomfort to the subjects involved in this study. All 
inronnation will be held in strict confidence. 
11. CHECK ALL of tise following thaï apply to your researdi: 
G A. Medial clearance necessary before subjects can pankripate 
n B. Samples (Blood, tissue, etc.) from subjects 
• C. Administration of substances (foods, drags, ett.) to subject: 
• D. Physical exercise cr ctsîditioning for sabjects 
• E. Dscqjtion of subjects 
• F. Subjects under 14 years of and/or • Subjects 14 -17 years of age 
• G. Subjects in Tn<ai»iifinn<; (nursing homes, prisons, etc.) 
• H. Research must be approved by another insatutioo or agency (Attach lesers of approval) 
it yoa checked any of the items in 11, pSeaae complété the foOowiaf in the spsce bdcm (include any attachments): 
Items A • D Describe the procédures and noce the safety ptecautkans being taken. 
Item E Describe bow subjects will be deceived; jasdfy the decqxioo; indicate the deixieâng procedure, including 
the timing and information to be presented to subjects. 
Item F For subjects under the age of 14, indkate bow infonned consent firtm parents or l^ aily authcsized repre­
sentatives as well as £rom subjects will be obtained. 
Items G & H Specify the agency or insdtutioD that must approve the project. If subjects in any outside agency or 
irwitimtinn are involved, approval must be obtËnedpriorto beginning the reacaich, and the letter of approval 
should be Gled. 
186 
Checklist for Attachment: and Time Schedok 
The following are attached (please check): 
12. B Lcssr cr -A-riscs Katsmcnt to ssbjecs indicating clesiiy: 
a) purpcsse the reseaich 
b) the use of any identifier codes (names. #'s), how tiiey will be used, aad when they will be 
removed (see Item 17) 
c) asvsriûîfiSGf tig^i5^dsdfigpsiiicip3?toRintt»rasesrshsndthepiaee 
d) if applicable, Incatifm of the researdiacttvity 
e) how yoc will eosise coa5destiality 
f) ia a loagitodinal study, note whecaai how-yoc will contact subjects later 
g) patigipanop is vntnntary; nflnpgrtiripgtinn will ?vv afTift mmlnannrc nf ffv- qihjftrf 
I 13. [j Conseci fcss (if sjçlicsble) 
! M QT/'ftwnfannftwaS forTKXAmrrhrfnvnMmnfrarrnrnrirKf i m n n n *  
I 15. g Daa-gaâienng instmrnmrs 
16. Anddpated dates fcx-caitact with subjects; 
First Contact Last Contact 
10/15/91 11/30/91 
Moaifa./Diy/Yeir Momt/D*y/Yeir 
17. If applicable: antigrpgtaH rintft thaf ûi^rifîi^ wiîî w? ftrim-qrrwfy in«CTimCTf< «tvVfB-anriin nr vi^mal 
tapes win be 
12/31/91 
Moaih / Diy / Yar 
18. Signature of Dqjaitmental Executive OfScsr Date Pe^Biimeatof Admrnistradve Unit 
19. Decision of the University Human Subjects Review Commisse: 
Approved. Project Not Approved No Action Required 
Patricia W. Keith 
Name of Committee Chairperson Date Signature of Committee Chairpei&oc 
